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Human Resource Development is a multidimensional concept 
which is still in the developing stage. In this arena of increasing 
competitiveness and turbulent change, India is facing the challenges of 
globalisation and liberalisation. As liberalisation and globalisation have 
exploded the economy into a paroxysm of activities hence, getting right 
people and managing them in the coming years has assumed a different 
dimensions. This changing business scenario indicates that we need a 
specific treatment of human resource. This can to a great extent be 
achieved by putting an effort not only for updating of technology, 
knowledge, re-engineering, restructuring, mergers and acquisitions but 
also the Human Resource Development strategy. 
Human resources development is a continuous process and can 
be achieved by organising the organisational process in such a way that 
it may create a climate for development. It motivates human resource to 
do the job, can give feeling of a team and can develop a level of 
commitment. The human resource development programmes can reduce 
the consciousness gap between the managers, supervisors and the masses 
of people by training and developing them. The success of any 
development programme lies in a number of variables, of which 
executive training is an important factor. Training, education and 
development of human resource in industry are expected to provide the 
needed stimulus to initiate impulses of change in the organisational 
apparatus and will lead to improved efficiency, productivity and 
administrative performance. The Human Resource Development 
challenges are not limited only to the workers. But in a global situation 
the middle level managers and senior managers are the key element for 
achieving results in different areas. But harnessing the energies of the 
managers who are after all independent individuals to work in team 
involves more than just the casual tenets of team management. The real 
challenge, therefore, is to ensure that without direct interference the 
team members work together smoothly without abrasive, clashes of egos, 
roles or authority in order to fulfil their mandate. Therefore, in this age 
of 'Professionalisation of Management' executive development is one of 
the most important component of human resource development which is 
the key to the success of an organisation. Executive talent is the most 
important asset of an organisation, it is not shown on the corporate 
balance sheet, but it influences appreciably the growth, progress, and 
profit, than any other corporate assets. The effectiveness of any 
organisation depends not only on the technological efficiency of the 
organisation, or the facilities available for research and development, but 
to a large extent, on the quality of managers executives and their 
approach to decision making, while implementing the organisational 
policies and strategies. Therefore executive plays a very important role 
in increasing the effectiveness of organisation in this new environment. 
Public enterprises constitute a major segment of industrial 
activity in the country today. Born as the outcome of the conscious and 
deliberate policy of the Government, these enterprises are being used as 
a tool to promote critical development in terms of social gains. The 
multiple objectives of public enterprises are to provide commercial 
surpluses for financing further economic development, to correct 
regional imbalances in the economy, to establish a socialist society and 
to utilise the vast unemployed labour force. They, undoubtedly, occupy a 
pivotal position in the planned economic development of the country. 
The significance of public sector hotels and their role in India's national 
development needs no emphasis. ITDC is established to develop 
infrastructure and generate employment in the hospitality industry. Due 
to global changes hotels have to adopt new strategies. These strategies 
should be global in scope and vision and be flexible enough to the fast 
but discrete changes in the external environment. Management should 
make the staff conscious of the global environment and dictates pose to 
organisation. They should mould member's values and beliefs in line with 
what is required for successful organisational adaptation to globalisation. 
In this new atmosphere special emphasis must be given to the need for 
executive training and development at all levels of managerial hierarchy 
in .public sector hotels because they have many characteristics of their 
own especially in terms of their managerial system and organisational 
features. 
Many top level executives are civil servants in public sector who 
might have had a totally different experience. They come to the public 
enterprise on deputation, their tenure is often short and their past 
experience has taught them very little to become an entrepreneur 
manager. Their bureaucratic style of functioning, about which they are 
often proud of, may be a virtue for civil administration but it lacks 
enterprising skills that may be needed for a business enterprise. The 
recruitment system has also many drawbacks which are not conducive for 
the selection of persons purely on the basis of merit. There is an 
erroneous belief that proper motivation particularly good pay, perquisites 
as well as other non-monetary benefits, if provided, may make a person 
to do the job better. The benefits are liberally offered in public 
enterprises when compared with the private sector counterparts, to the 
middle and lower level executives. But the fundamental flow in this 
approach is that no amount of pay and other benefits will be effective 
unless the individual is competent to do the job. Lastly, public 
enterprises can be justified only for two reasons one is on the basis of 
ideology and the other is on the basis of efficiency. Public enterprises 
are therefore expected to fulfil their economic and social objectives 
more efficiently than the private sector enterprises. To be efficient they 
need efficient managers. The inevitable conclusion that emerges from 
the above is that there is an absolute need for training and development 
of the executives in public sector enterprises. 
In the present investigation we have tried to study the existing 
executive development programme in Ashok hotel and we have 
specifically taken four important component of executive development 
namely training and development which is necessary for executive and 
managers who perform the leadership function in their enterprise. 
Performance appraisal is another most versatile instrument for the 
practitioners of modern management. It appraises both performance in 
accomplishing goals and performance as a manager. Reward management 
is another important component. The purpose of rewards within the 
organisation is to attract and retain the human resources when the 
organisation intends to achieve its objectives. The provisions of career 
advancement for managers or executives is most motivating factor from 
the point of view of the organisation in order to achieve maximum profit 
as well as reputation. 
The present study is divided into five chapters - first chapter 
deals with the historical development of the management of human 
resources as well as emergence of personal management which give rise 
to human resource management and later human resource development. 
Since the present research work is concerned with human resource 
development hence, in this chapter meaning, definitions, needs, 
significance and important techniques of Human Resource Development 
have been discussed. 
The human resource development aims at developing the 
enabling capacities of people by developing an environment which 
provides some amount of initiative, trust, openness, autonomy, risk 
taking and commitment to work. The human resource development 
philosophy believes that it is the responsibility of the top level managers 
to create a climate of development and trust so that people may give 
their best with a sense of satisfaction and growth. It assumes a healthy 
and motivating climate in the administrative system so that all individuals 
are able to develop their potential capabilities and skills. The human 
resource development is continuous process that involves development 
of enabling capacities of various levels of administrators in relation to 
different organisational tasks, functions and roles. 
The second chapter pertains to executive development 
programming in Industrial or business organisations. In this chapter the 
concept and gradual modification in the system of executive development 
have been incorporated. All the requirements and components related to 
executive development have been presented. The concept of executive 
development includes everyone who has the major responsibility of 
managing men. Although the chief function of a executive is to get things 
done through others, and by improving administrative level. A research 
based knowledge in this aspect forms a basis for a sound executive 
development programmes. In other words executive development is a 
business led process i.e. the business determines what kind of managers 
or executives it requires to accomplish its strategic goals as well as how 
to obtain and develop such executives. The nature and significance of 
executive development has also been presented in this chapter. In the 
concluding part emphasis has also been given to the aspect of Executive 
Development in Indian industries. 
The third chapter deals with the brief history of ITDC and 
organisational structure of Ashok hotel. The ITDC was set up in 1966 as 
an autonomous public sector corporation by amalgamating the three 
corporation, namely Hotel Corporation of India, India Tourism 
Corporation Ltd. and India tourism and Transport undertaking. ITDC also 
posses an elaborate infrastructure of Hotels, Beach Resorts, Travel 
agency, and conference facilities. The mission of ITDC is to provide 
leadership and promote tourism for India by achieving high level of 
excellence and profit in the field of hotels, tours and travels, human 
resource development and consultancy and catering tourism 
infrastructure. Brief history, architectural and hospitality aspects of 
Ashok hotel has also been discussed in this chapter. 
In the fourth chapter programme of executive development in 
Ashok hotel as operative has been presented. Ashok hotel is one of the 
leading enterprise under ITDC and is facing stiff competition as a result 
of globalisation of business and trade as a whole. Ashok hotel provides 
very grand hospitality to guest which attracts international dignitaries, 
celebrities, leaders and family vacationers. Organisational structure plays 
a very important part for the development of the hotel. It is an effective 
management tool because it details the basic tasks and responsibilities 
required for the hotel management. Moreover, while analysing the 
executive development programme of Ashok hotel consorted effort was 
made to study the structural aspects, functions of personnel and 
industrial relation. Furthermore, other important aspects referring to 
training and development, performance appraisal, reward system as well 
as promotional policies, and career planning and advancement have also 
been incorporated in this chapter. 
In the last chapter a brief summary of the entire investigation 
pertaining to conclusion and suggestions covering all the aspects of 
executive development has been submitted. To reckon with the overall 
functioning of the enterprise and coordination of the executives some of 
the important suggestions are -
Training and development is a vital instrument in developing 
skills inventory. There has hardly been any attempt to assess managerial 
training needs and it is suggested that Executive development policies in 
Ashok hotel should be geared towards the development and growth of 
their human resources, to enable the staff to utilize their capacity fully 
and apply their knowledge and experience to enhance productivity. It is 
also submitted that in order to make training more effective and fruitful 
some kind of evaluation system be incorporated to check the 
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improvement in the competence among the persons who have completed 
their on the job training programme. Moreover, training should be 
computed with in some specific time span so that results may become 
positive. 
Performance appraisal is another important programme for the 
development of executives. It is suggested that in Ashok hotel a 
continuous appraisal system should be incorporated. It will provide 
opportunity to the appraiser to keep a watch and provide guidance as and 
when required to the subordinates. In order to achieve judicious 
performance review, system of counselling becomes very vital part of 
performance reviews. In a well conducted performance review session, 
the employee should freely and frankly discuss work problems and it 
should be encouraged to bring out his suggestions to Counsellor. This 
will provide the intrinsic motivation that can be derived from work 
itself. 
Promotional avenues is another essential programme for the 
development of executive. It is suggested that promotion should be made 
solely on the basis of merit, efficiency and good conduct irrespective of 
the seniority of the persons concerned in service. 
In Reward system it is proposed that the system of self 
evaluation in Ashok hotel either be replaced or be combined with some 
other objective techniques such as individual/group performance related 
pay skill, then positive evaluation of the person is likely to emerge with 
lesser amount of suspicious. It is also submitted that management should 
employ specific criteria and time for the purpose of reward and 
promotion opportunities. It will reduce the growing frustration and 
psychological tensions among the executives and workers as well. 
Career strategy is yet another emerging sphere which needs to 
be adopted by Ashok hotel. It is suggested that Ashok hotel must 
incorporate provision for aligning executive needs. The emphasis under 
this provision is for matching the career needs of executives to 
opportunities offered by the organisation, special training and 
development techniques such as special assignment, planned position 
rotation, and supervisory coaching. 
We have concluded our studies with the remark that if Ashok 
Hotel has to compete in this global environment they have to improve 
their executive development programme. There is a growing awareness 
of the significant impact that the human technology of an organisation 
has on the organisations profitability and growth. Therefore, effective 
system of Executive Development Programme would become essential 
for the survival and growth of Ashok hotel. 
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INTRODUCTION 
The present investigation is an humble attempt to study and 
analyse "HRD - Executive Development in Public Sector Hotels, policies 
and practices of Ashok hotel Delhi". The Public Enterprises have 
assumed great importance as a potent instrument of growth with social 
justice particularly in the developing countries like India. Today, they are 
regarded to be powerful engine of overall development of a country and 
a catalystic agent for bringing about the desired changes and attaining 
the cherished goals of a socialistic as well as welfare society. 
The public sector in India has emerged not as a result of 
nationalisation of private industries but by taking up in hand the 
responsibilities of industries of national importance by the state. Today 
the public sector has organised the total spectrum of national, industrial 
and commercial activity from production of core industrial item to the 
production of mass consumption items. Often referred to as the 
"commanding heights" of the Indian economy, the public sector was 
patronised by the state through budgetary support and substantial 
investment. It is estimated that the investment in the public sector (in 
the pre-liberalisation period) was to tune of Rs. 1021 billion.' With the 
adoption of policy of economic reform a searching second look at the 
public sector became inevitable. Public enterprises have to change their 
strategy and must learn to integrate into the new competitive 
environment and must recast their approach. Public sector units in 
general must be based on sound commercial line and must generate 
adequate surpluses. Studies have also drawn attention to the low level of 
motivation and efficiency in public sector unit and near absence of 
meaningful system of accountability.^ The only aspect that has not been 
well analysed, appreciated and admitted is the need for management 
training and development in the public enterprises. 
Executive development and training programme in public 
enterprises is needed to improve the managerial effectiveness through a 
carefully planned and deliberate learning and training processes. 
Executive development is a process by which the enterprise or 
organisation develops its capabilities to understand its own behaviour and 
more specifically the inter-dependent parts of its decision making 
policies or activities in multiple environment. Executive development 
and training programme is therefore, one of the most important tool or 
strategy for public enterprise development and thus is conceived as 
planned change involving the whole organisation as a complex system, 
and aimed at increasing the effectiveness of the enterprise. In recent past 
the expansion of public enterprises has been very rapid and thus today 
one of the major task before them is to find effective ways and means in 
developing competent personnel at top, middle and lower levels of 
management hierarchy for ensuring better organisational performance, 
improving the levels of productivity and quality of standards. • 
Executive is now considered to be one of the most important 
inputs for the public sector performance. Out of around 18.22 lakh 
manpower deployed presently in 239 public sector enterprises about 
2.14 lakh, which represent 11.75% of the total manpower, are in the 
supervisory and managerial cadres. To improve the quality of the 
manpower employed as well as to upgrade their knowledge .and skills 
particularly in the fast changing and competitive environment various 
steps have been taken by the public sector enterprises. In India Public 
Sector Hotels are under the governance or control of Indian tourism 
development corporation and Ashok hotel occupies the most prestigious 
place among the hotels under the control of I.T.D.C. The Ashok group of 
hotels has been India's most gracious and regal host to leading national 
and international visitors. The group is known for its unique mix of 
traditional Indian hospitality and modern day conveniences'. In hotel 
industry or trade the executives occupies a very vital position pertaining 
to the overall functioning of the hotel. 
Therefore, in this arena of increasing competitiveness and 
turbulent change, executive development is a prerequisite for the success 
of the hotel. It is not only an activity that is desirable, but also an 
effective scheme that a hotel must commit, resources for developing and 
maintaining a cadre of reliable competent and motivated executives. 
Executive Development is the process of gradual systematic 
improvement in the knowledge, skills, attitudes and performances of 
those individuals in an organisation who cany management responsibility. 
The executive development programme is to concentrate on the quality 
and skills of the staff It should make the executives to be conscious of 
the global environment and dictates posed to organisation. It should 
mould the member's values, beliefs in line with what is required for 
successful organisational adaptation towards globalisation. The executive 
should be self-enlightened to appreciate the compulsions of globalisation 
and the cost and quality competitiveness for ensuring the customer's 
satisfaction and delight. They should judiciously co-operate in the 
introduction of new sophisticated technologies, fast changing products/ 
service profiles, innovation and fast changing skill requirement. 
Executives, thus can contribute maximally to the establishment of the 
reputation, profits and greater acceptability of the customers. 
Review of Literature : 
During the course of this study entitled "HRD-Executive 
Development in Public Sector Hotels - Ashok hotel of Delhi", a number 
of books, journals, articles, periodicals, annual reports, and handbooks 
etc. have been consulted and reviewed. Most of these books and journal 
are related to human resource development and little literature is 
available on executive development programme. The available literature 
on the present study has been extensively reviewed in the following 
paragraphs. 
"Frontiers of Management Science - Training and development 
of executives", by T. Jogaisch-^ is a rigorous and an indepth research 
study of training and development of executive in the Indian power 
sector. It has covered an exhaustive study of the power sector problems 
and prospectus concerning personnel policies and HRD policies and 
practices relating to executive training and development and institutional 
training network in the power sector. 
Youndt (1996)'* found that HR system focused on human capital 
management was directly related to multiple dimensions of operational 
performance like employee productivity, machine efficiency, and 
customer alignment. Huselid, Jackson and Schuler (1997)'^ found that 
organisation effectiveness was associated with capabilities and attributes 
of HR staff. Further, they concluded that relationships between HR 
management effectiveness and productivity, cashflow, and market value 
were positive. 
Pareek & Rao (1992)*^ contend that unlike west, even the 
leading organisations in India do not have management research 
interests. As a result, they contribute to use human resource systems on 
the basis of their conviction rather than empirical-evidence. They 
emphasise that organisations need to study the changes in HR variables. 
The past trend shows that human resource efforts have played a 
significant role, though the amount of contribution to growth and 
positive attitude are not quantifiable. Pfeffer (1994)^, on the basis of 
literature review, concluded that employee participation and 
empowerment, job redesign including the team-based production 
systems, extensive employee training, and performance contingent 
incentive compensation are widely believed to improve the performance 
of organisation. Huselid (1995)^, on the basis of his study of 968 
publicly traded firms found that a one standard deviation increase (about 
25%) in work performance reduces turnover by 7.05 percent on a per 
employee basis, increases productivity by 16 per cent (measured by sales 
per employees), and yield $ 3,814 increase in profits. Huselid & Becker 
(1995)'^ based on a study of 740 firms created an index of each firm's 
human resource management system reflecting the degree to which a 
firm has deployed the high Performance Work Systems (HPWS) and 
consistently found that the firms with higher values on this index, other 
things equal, have economically and statistically higher levels of firm 
performance. 
Lavvler and Ledford (1992)'", speaking about the advantages of 
skill based human resource management approach over the traditional job 
based approach, suggest that by adopting skill based approach'of human 
resource management competitive advantage can be achieved as it leads 
the organisation to perform better and results in creating core 
competencies which is an important key to competitive success. The 
advantage achieved on the basis of skill based human resource 
management is sustainable as organisations following the traditional 
approach find it difficult to duplicate it. 
"Management of Human Resources in Public Enterprise" entitled 
by S. Ravi Shankar & R.K. Mishra^' providing an understanding of the 
system of Human Resource Management rather than merely the activities 
assigned to those who provided various personnel services for effective 
public enterprise management. It also gave a balanced and comprehensive 
grasp of the concept, problem, approaches and strategies of human 
resource management. 
"Personnel Management Developed in Public Enterprises" by 
M.P. Bansal'^, is a pioneering study in the area of Personnel 
Management & Personnel policies taking Steel Authority of India Ltd. 
(SAIL) for study. It has clearly explained the concepts, processes and 
scope of personnel management in general and in public sector 
undertakings in India in particular. It has also portrayed on the 
components of personnel policies like organisational development, 
training and development, performance appraisal, career advancement as 
they are practised in SAIL. It has also suggested a manpower forecasting 
model apart from offering some significant suggestions. 
Sparrow (1994)'-^ cluster analysed data from twelve countries to 
identify country groupings across a range of human resources policies 
and practices that could be used for competitive advantage. They 
statistically analysed the data and interpreted these in light of the 
relevant literature. Their investigation concluded that there is indeed a 
convergence in the use of human resource management for competitive 
advantage. 
Swierez & Spencer (1992)'"* have been successful to a great 
extent in showing the contribution of effective human resource system 
in the creation of sustainable competitive advantage. Their theory is 
based on Barney's (1991)'-^ model of creating a sustainable competitive 
advantage. Barney argues that before a resource can ^contribute to a 
sustained competitive advantage, it must meet four conditions : (1) It 
must be valuable, (2) It must be rare, (3) It must be imperfectly imitable 
and (4) It must lack strategically equivalent substitutes. 
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"Scope of Personnel management in Public Service" by Santrupt 
Misra'^\ is an empirical research study of Orissa Education Service, this 
study has dealt with theoretical perspectives of human resources and 
education recruitment, selection, induction and placement, training and 
development of teaching personnel, their motivation, integration and job 
satisfaction, performance appraisal, career development, discipline and 
grievance handling. Since the research study was operational in nature, a 
number of suggestions has also been offered on the basis of findings. 
"Reading in Human Resources Development" by T.V. Rao^^, an 
edited compendium has started with a conceptual framework on 
development and integrated personnel policies and ended with an account 
of the research in Human Resource Development. It has also focused on 
Human Resource Development instruments like performance appraisal, 
potential appraisal, counselling, training and rewards and implementation 
of the same in different organisations. It also dealt with Human resource 
development in government systems, primarily focused on educational 
system. 
Macmillan (1982)''*^ says that there are various ways of gaining 
competitive advantage, but one which is generally overlooked is through 
HRM practices. This is achieved due to the increasing involvement of 
human resource management in the formulation and implementation of 
strategy. The primary purpose of human resource management is to 
attract, retain and motivate human resources. Schuler and Macmillan 
(1986)''^ referred this as the core of human resource management 
function. They listed human resource planning, staffing, appraising, 
compensating, training and development and union management 
relationsliips as the key human resource management practices, which if 
carried out successfully help in achieving competitive advantage. 
"Human Resource Management 2000" by P. Subbarao^", has 
presented an analysis of developments in human resource management in 
a comprehensive form. It has also attempted to look into the current 
trends in the human resource function with a view to outline the future 
development that are likely to take place in the years ahead. It has also 
discussed in a lucid manner the topics such as job analysis, job 
evaluation, employee benefits, recruitment and selection, line staff 
conflicts, social responsibility policies alongwith other current topics 
such as organisational culture and climate, organisational policies, 
organisational effectiveness, followership, dual career problems, quality 
of work life, quality circles and organisational development. 
"Excellence through Human Resource Development" by M.R.R. 
Nair and T.V. Rao^' an edited compendium, has contained experiences 
available from 25 organisations. These experiences has dealt with human 
resource development mechanisms like performance appraisals, 
counselling and review discussions training, organisation development 
interventions, career planning and development, job-rotation and role 
clarity exercises. 
"Human Resource Development in Public Sector" by Anil K. 
K-handelwal^ ^^ a comprehensive guide on human resource development in 
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public sector, contains case studies of human resource development work 
in public sector and human resource development experiences, 
experiments and innovations. It encompasses the entire discipline of 
human resource development, viz. human resource development concepts 
and framework managerial roles in human resource development, human 
resource development mechanism, human resource development for 
certain specified critical groups, human resource development 
experiments, human resource development case studies and future 
scenario of human resource development. 
From the above review of literature, it is clear that presently 
very few empirical studies are available on public sector hotels executive 
development programmes and sub-systems. As such, there is an 
imperative need for studies dealing with effectiveness of these sub-
systems. Most of the literature available on these sub-systems also 
comprises of mostly case studies. Practically, there is very little 
information available on other important instruments of Human Resource 
Development through Executive Development Programmes, like 
Performance appraisal. Training and Development, Potential appraisal, 
reward and promotional policies and career advancement. Though 
research works on the theme of Human Resource Development and their 
practices in public sector are available, they all have focused on the 
theme of Human Resource Development in a general way and with 
reference to certain corporate bodies in particular. But no study has 
been conducted earlier to Executive development programmes in public 
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sector hotels. Against this backdrop, the present study undertaken for the 
research purpose is of immense value and of topical interest. 
SIGNIFICANCE OF THE STUDY 
Human Resource is the life blood of the organisation. It is the 
single biggest factor deciding the fate of the organisation. To manage 
people is the most difficult task. In the coming century all managers 
need to specialise in Human Resource Management, as they have to deal 
with more demanding and career oriented employees. As gradual changes 
take place importance has to be laid on 
Training and Development 
Compensation 
Retention strategies 
Empowerment 
The organisations, which want to be a leader in the competitive 
race needs to rely very heavily on shared responsibility teams and 
competencies of the employees. The organisations will have to have a 
people-oriented approach and if this aspect is taken care of, it would 
result in trust and responsibility building. Thus to develop the human 
resource of any organisation, stress needs to be laid on mentoring, 
coaching, on the job interventions, learning oriented projects and 
performance mapping. This improved capability make a person sharper in 
his job. Function of an HRD manager in an organisation is to undertake 
those aspects of work life which would create the environment. It 
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implies that organisation wants to enhance the overall capabilities of its 
employees to develop their potential in areas and directions best suited 
to them. Therefore, organisations which want to succeed in future needs 
executiv es who can learn fast and create a culture of learning. 
Thus, in this century one of the thrust area is Human Resource 
Development. Because the global corporation of the future demand 
flexibilit\ from the people who work in them. The global companies want 
employees to rotate from job to job and from product to product to 
ensure that their company will ride out fluctuations in their business and 
remain competitive and competent. Multiskilling can be the key to 
developing a competitive edge. Any organisation which will succeed to 
inculcate in its people an approach towards multiskilling would certainly 
develop a competitive edge in achieving its objectives and this will be 
only possible through Human Resource Development approach. 
SCOPE OF THE STUDY 
There are very few empirical studies on Executive development 
or Human Resource Development and whatever sporadic researches have 
been conducted, they tend to be survey researches dwelling at length, the 
perceptions, of employees and are undertaken mostly by personnel staff 
of those companies. Very few researchers outside the corporate 
management have attempted to study the Executive Development 
Programme (HRD) variables. Unlike the previous studies, the present 
study is an empirical study and hence, the focus is on the hither to 
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neglected use of executive development, human resource development 
and their development variable viz. Performance appraisal system, 
Training and Development, Reward and promotional aspect and impact of 
career advancement in this changing scenario. The present research study 
is conducted, with a focus on executive development in public sector 
hotel, like Ashok hotel of Delhi, by an independent and outside 
management researcher and hence, devoid of any bias. 
AIMS AND OBJECTIVES OF THE STUDY 
The following are the objectives of the present investigation. 
1. To examine the multifarious functions of the executives and their 
relevance in achieving the targeted aims and objectives in public 
sector organisation like Ashok Hotel. 
2. To study and analyse the organisational structure of the Ashok hotel 
and suggest certain measures for their improvements. 
3. To ascertain and compare the extent of conduciveness prevailing in 
personnel departmenfs climate in Ashok hotel. 
4. To assess the extent of competencies possessed by the Personnel 
Departments professional in Ashok hotel. 
5. To identify the strength and weaknesses of the existing system of 
executive development in Ashok hotel and give remedial measures. 
6. To evaluate the effectiveness of training system, performance 
appraisal, career planning, promotional as well as reward system as 
operative in Ashok hotel. 
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7. On the basis of the findings to offer suggestions for improvements 
in the Executive Development programmes as applicable to Ashok 
hotel. 
HYPOTHESES 
There are major economical and social forces across the world 
driving the needs for change in Indian organisations. It was becoming 
increasingly clear that todays complexity could not be handle by 
yesterdays paradigms. The role of management has to change. The Indian 
organisations can not cope with the 21st century competition with 20th 
century organisational structures and systems and 19th century feudal 
mindset manager. Indian organisations find themselves catapulated 
straight from 19th centuiy into 21st century and they do not have much 
time to learn. They can not afford to experiment and learn by their own 
mistakes. Most Indian managers lack imagination and initiative and they 
have to change their role. The role of top management is not to manage 
but to provide leadership i.e. they have to shift the focus from strategies, 
budgets, plans etc. and instead build institutions based on vision and 
values. Leaders need to become capability developers through coaching, 
guiding, mentoring, sharing of best practices and creating network of 
knowledgable people. Thus, there is a need for total overhaul of the 
management system and building of entirely new result oriented work 
culture as opposed to the current activity oriented culture. 
On the basis of the above statements the following hypothesis 
have been framed -
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1. That the Ashok hotel has been strictly adhering to the standard 
policies and practices regarding overall growth and development of 
its personnel. 
2. That Ashok hotels personnel department is having full fledged 
executive development programme with all the paraphernalia and 
trappings such as training programmes both within and outside the 
organisation, a reward system, individual development programme 
and total work culture to make its executives at all levels of the 
organisation dynamic and multiskilled, effective and efficient so 
that they may contribute to their maximum to the growth and 
development of the organisation. 
3. That Executive Development programme in Ashok hotel provides 
opportunities to executives to move a local mindset to a global 
mindset, from a Government focus to customer and competitive 
focus, from millennium local optima to a global optima and to 
empower them to utilize their fullest potential. 
4. That in this era of change Executive Development Process in Ashok 
hotel has been bringing about requisite, alterations and changes. 
Firstly it is developing a process of knowledge generation such as 
identification of training needs, designing and administering training 
programmes etc. Secondly, processes that move knowledge to the 
right place like linking training programmes to placement, 
promotions, etc. and thirdly, processes that help knowledge deliver 
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output like creating and enabling work environment, healthy 
organisational culture etc. 
METHODOLOGY 
In the present investigation primary and secondary methods for 
the collection of data or information have been employed. Executives 
from Ashok hotel served as the respondent in the present study. 
Information regarding executive development programme is gathered 
from Department of Personnel Management and also from unstructured 
interviews with different levels of executives. In order to provide support 
to the data or information collected through primary method relevant 
supportive information have also been collected with the help of articles, 
journals, annual report, periodicals and books etc. 
I^R^MEWORK OF THE STUDY 
The present study has been divided into the following five 
chapters -
In the first chapter an attempt has been made to present the 
historical development of the management of human resource as well as 
the emergence of personal management as a mature field which give rise 
to Human Resource Management and later Hutnan Resource 
Development. Since the present research work is concerned with Human 
Resource Development hence, in this chapter meaning, definitions, 
needs, significance and important techniques of HRD have been 
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discussed. HRD is one of the most important functions for organisations 
and individual growth. 
In second chapter the concept of executive development, which 
is an issue of Human Resource Development has been discussed. The 
presentation has been supported by suitable definitions and major 
characteristics and components of the executive development. The 
systematic development of managerial talent is one of the primary tasks 
of any organisation, for its own survival in an increasingly changing 
environment. Executive development is an attempt to improve managerial 
effectiveness through a planned and deliberate learning process. It is also 
considered as one of the tools of organisation development and a 
planned change to improve the effectiveness of the organisation. The 
nature and significance of executive development has also been 
presented in this chapter. Moreover, methods and techniques have also 
been incorporated in this chapter which includes in company courses, 
on-the-job training, external courses, special project arrangement and 
many others important techniques. In the concluding part emphasis has 
also been given to the aspects of Executive Development in Indian 
industries. 
In third chapter a brief history of l.T.D.C. as well as importance 
of hotel industry in the present era, with special reference to Ashok 
hotel Delhi has been presented. The l.T.D.C. was set up in 1966 as an 
autonomous public sector corporation which possesses an elaborate 
infrastructure of Hotels, Beach Resorts, Travel agency, convention/ 
conference facilities across the length and breadth of the country. The 
mission of ITDC is to provide leadership and promote tourism for India 
by achieving high level of excellence and profit in the field of hotels, 
tours and travel, human resource development and consultancy and 
catering tourism infrastructure. Hotel industry plays a special role in the 
development of tourism. Brief history and architectural and hospitality 
aspects of Ashok hotel has also been discussed. While analysing the 
Ashok group of hotels attempt has also been made to present the 
organisational structure and responsibilities of managers of the 
organisation. 
In fourth chapter the entire system of executive development as 
operative in Ashok hotel has been analysed. While analysing the 
executive development programme of Ashok hotel conserted effort was 
made to study the structural aspects, functions of personnel and 
industrial relation. Moreover, other important aspects referring to 
training and development, performance appraisal, reward system as well 
as promotional policies, and career planning and advancement have also 
been incorporated in this chapter. 
In the last chapter a brief summary of the entire investigation 
pertaining to conclusion and suggestions covering all the aspects of 
executive development has been submitted. It has been observed that the 
executive development programme in Ashok hotel requires upgrading 
improvement in many aspects because of changing environment. 
19 
References 
1. Government of India, Public Enterprises Survey Report, 1991. 
2. Report of Committee on disinvestment, 1993. 
3. Jogaiah, T., Frontiers of Management Science-Training and 
Development of Executives, Printwell, Jaipur, 1990. 
4. Youndt, M.A. et al. (19960) "Human Resource Mangement, 
Manufacturing Strategy and firm performance", Academy of 
Management Journal, vol. 39(4), 836-856. 
5. Huselid, M.A., Jackson, S.E. and Schuller, R.S. (1997) "Technical 
and Strategic Human Resource Management effectiveness as 
determinants of firm performance. Academy of Management 
Journal, vol. 40(1), 171-186. 
6. Pareek & Rao (1992) "HRD Audit Questionnaires", In Pareek 
(Ed). Evaluating HRD, HRD Research Foundation, Jaipur. 
7. Pfeffer (1994). Competitive Advantage through people, Harvard 
Business School Press, Boston. 
8. Huselid, M.A. (1995). "The Impact of Human Resource 
Management practices on Turnover, productivity and corporate 
financial performance". Academy of Management Journal, 38, 635-
672. 
9. Huselid, M.A. & Becker, B. (1995). "High Performance work 
systems and organisaitional performance", Paper presented at the 
annual meeting of the Academy of Management, Vancouver. 
20 
10. Lawien E. and Ledford, G. (1992), "A Skill-Based Approach to 
Human Resource Management", European management Journal, 
10(4). 389-391. 
11. Ravishankar, S. & Mishra, R.K. (1985), "Management of Human 
Resource in public enterprises", Vision Books, New Delhi. 
12. Bansal, M.R (1991). "Personnel Management in Public 
Enterprises", RBSA Publishers, Jaipur. 
13. Sparrow, P.R., Schuler, R.S. & Jackson, S. (1994). "Convergence 
or Divergence : Human Resource policies and practices for 
competitive advantage worldwide". International Journal of Human 
Resource Management, 5(2), 267-299. 
14. Swiercz, R.M. and Spencer, B.A. (1992), "Human Resource 
Management and Sustainable competitive advantage : Lessons from 
Delta Airlines", Human Resource Planning, 15(2), 35-46. 
15. Barney, J.B. (1991), "Firm Resources and sustained competitive 
Advantage", Journal of Management, 17(1), 99-120. 
16. Santrupt Mishra (1992). "Scope of Personnel Management in 
Public Service", Mittal Publication, New Delhi. 
17. Rao, T.V. (1991). "Reading in Human Resource Development", 
O.xford & IBH Publishing Co. Pvt. Ltd., New Delhi. 
18. Macmillan, l.C. (1982), "Seizing Competitive Initiative", The 
Journal of Business Strategy, 43-57. 
21 
19. Schuler, R.S. and Jackson, S.E. (1987), "Organisational Strategy 
and organisational level as Determinants of Human Resource 
Management Practices", Human Resource Planning, 10(3), 125-
141. 
20. Subbarao, P. (1992), "Human Resource Management 2000 
Discovery", Publishing House, New Delhi. 
21. Nair, M.R. and Rao, T.V. (1990). "Excellence through Human 
Resource Development", Tata McGraw Hill Publishing Company 
Ltd., New Delhi. 
22. Khandelwal, Anil K. (1988). "Human Resource Development in 
Public Sectors", Oxford & IBH Publishing Co. Pvt. Ltd., New 
Delhi. 
CHAPTER - ONE 
EVOLUTION OF HUMAN 
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THEORETICAL PERSPECTIVE 
Intioduction 
Evolution of the Management of Human Resource 
Emeigence of Personal Management 
Human Resource Management 
Human Resource Development 
Significance of Human Resource Development 
Tecliniques of Human Resomce Development 
The executive or the manager of a firm is a dynamic element in 
production. Without managerial skill, experience and competence, no 
firm can survive. In the early stages of industrial evolution, technology 
was considered to be main factor responsible for economic growth. But 
soon after the teething period of 'Industrial Revolution' it was felt that 
technology did not contribute much without the active support and co-
operation of human resource. Any organisation with an objective or goal 
to achieve, would have many resources namely human, financial, physical 
information etc. The most important of them, is the people in an 
organisation, or the human resources. This is because people are the 
active agents who accumulate capital, exploit natural resources, build 
social, economic and political organisations and carry forward national 
development. Therefore, the effective performance of an organisation 
depends not just on the available resources but also on its quality and 
competence as required by the organisation from time to time. While 
every other resource, such as material, machine and even finance can be 
bought if one pays the right price, the only resource that cannot be 
bought perse is motivated human resource. Motivated people will have to 
be developed and nurtured by managerial competence that can possible 
only through systematic and effective HRD system which can convert 
"Ordinary people" into "extra ordinary" performers. 
Human Resource has been defined as 'human factor' comprising 
of interrelated, inter-dependent and interacting physiological, 
psychological, sociological and ethical components. The term 'Human 
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Resource' refers to the knowledge, skills, creative abilities, talents, 
aptitude, value and beliefs of an organisations workforce. Thus, human 
factor is more dynamic and complex in nature unlike other factors of 
production. While talking about the human resource we have to take 
into account all the people working in the organisation it is necessary to 
think about the worth of the managerial and supervisory personnel as 
well as the shop floor workers because each worker is constituent of the 
organisational set up and no one can ignored comprehensive and 
integrated view, may be taken to improve the organisational climate, 
culture and effectiveness. 
In most of the traditional type organisations human resource is 
considered as a mere commodity and costing factor in production and 
less priority is given to the development of human resources. If any 
financial stringency to be exercised, the first to be affected adversely is 
the budget of human resource. However, the mind set is changing and 
more importance is given to human resource. The present practices in 
our country reveals that there is not only growing awareness of the value 
of human resource but many of the leading enlightened industrial 
organisations have started activities in the personnel department towards 
making a fair use of the potentialities of the human resources. 
With the rapid changes in the environment, organisation havt to 
pay increased attention to human resource as they have to adjust to the 
improved technology. One of the qualities for successful human resource 
managers is to develop a global mindset by creating a clarity of vision, 
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knowing the global Human Resource Development (HRD) scenario, 
understanding the global and local balance and constantly adjusting to the 
situation. All the above areas of focus indicates that the job of the 
human resource professionals will be a veiy demanding one. This places 
responsibility on those at the top of the profession, and those concerned 
with the education and career planning of human resource managers to 
ensure that aspiring human resource professionals acquire the knowledge 
and competencies to act as business and performance manager as well as 
Human Resource Management specialists. It is therefore, necessary for 
organisation to invest in human resource, not only for its growth and 
development but also for the very survival of the organisation in an 
increasingly competitive and fast changing environment. 
EVOLUTION OF THE MANAGEMENT OF HUMAN RESOURCES 
Pre-Industrial Revolution : 
'The field of management of human resource as a subject of 
study is of relatively recent origin. However, the concepts upon which 
recent management theory have been based is having their roots in 
history as early as 40 BC Chaldean had incentive wage plans'. During 
per-lndustrial era the status of work was low which needed a drastic 
change. As Megginson observes the status of labour was very low and 
the human relationships between the employer and his employees were 
characterised by "Slavery", "Serfdom" and the "Guild system" Slaves 
performed varied services from different manual tasks to specialised 
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agricultural, military and clerical responsibilities. As slavery was based 
on negative incentive it proved to be ineffective as an economic 
institution and a system of employment. In the feudal system slavery was 
replaced by Serfdom. The serfs were neither salves nor hired labourers. 
Positive incentive distinguished between serfdom from salvery as it 
enhanced the productivity and decreased the need for supervision. During 
the end of middle ages the serfdom disappeared with the growth of 
manufacturing and commercial enterprises as prevailing economic forces. 
This led to the development of the guild system which involves the 
master-crafts, the travelling (journey) men and apprentices which were 
all a closely knit group. This led to development of a system involving 
selection, training, developing, rewarding and maintaining workers. This 
marks the beginning of the management of human resources.'' 
Industrial Revolutions ; 
The Industrial Revolution followed the guild system with the 
emergence of a new energy source and steam engine. This also brought 
changes in the old economic, social and political system. These changes 
were precipitated in manufacturing, by a new economic doctrine and by 
invention and utilization of new tools, processes and machines. The 
economic doctrine was based upon the French concept of Laissez faire 
and laissez passer which meant that an individual should be permitted to 
make what he wanted and to go where he please.^ Initially, the Industrial 
organisation followed the "Cottage system" where the work was 
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performed in the homes of the workers. The factory system gradually 
replaced the cottage system. This doctrine of Cottage system arose a 
new economic freedom to the workers and enhanced their specialisation. 
'During industrial Revolution Era several injustices were done with the 
workers under the cover of economic freedom and system was 
accompanied by unhealthy work surroundings, long working hours, 
fatigue, monotony strain, likelihood of accidents and allied 
repercussions that reduced the importance of personnel relationships, 
and workers lose the gratifying feeling of being individually significant 
to the performance of task.^ Therefore, need was arised to change the 
environment of social and economic with a view to providing satisfactory 
working conditions. Efforts were made in this direction. 'Robert owen a 
pioneer in management was paying attention to the welfare of the 
employees. He wanted the industiy to provide a decent living to all those 
engaged in it. In his approach to the problems of industry he had two 
underlying principles first, "whatever may be the motives which induce 
any given individual to engage in industry its true basic purpose must be 
service of the community." And the second, "Industiy is a human thing is 
which men and woman earn the means to a life worth living." All these 
development inculcated the inevitable proposition that management of 
people is as important as other management. It leads to the emergence 
of personnel management'."* 
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EMERGENCE OF PERSONAL MANAGEMENT : 
a) Global Perspective : 
Peisonnel management is the child of scientific management and 
the awakened sense of social lesponsibility, envinced in the countiies 
of the west at the end of the 19''^  centuiy The teim "Peisonnel 
Management" was onginated in Ameiica but othei teims used fiom time 
to time and still in use can be taken as synonymous such as laboui 
welfaie. industiial lelations oi human lelations in mdustiy ^  
'Peisonnel management at fust became a pait of scientific 
management, paiticularly in connection with employment, testing, 
placement, wage deteimination and peifoimance evolution Laige scale 
use of peisonnel management onginated in Ameiicajust aftei the world 
wai P' 111 1917 Aftei the wai a gioup of expeits foimed a consulting 
company to conduct leseaich and consultancy in peisonnel pioblems of 
industiy Accoidingly Modem Peisonnel Management was initiated in 
1920 At that time workeis foimed a ciucial gioup in the woikfoice 
Theie woiking conditions weie dissatisfactoiy They weie a souice of 
discontent and caused seiious pioblem to society Attempts weie made 
by peisonnel expeits to coiiect manageiial fallacies The lelationship 
between management and laboui changed and attempts weie made to have 
moie coopeiation between them This was followed by a majoi 
bieakthiough in peisonnel management by Elton Mayo's His Hawthome 
expenments had cieated a new movement - the human lelations 
movement The human ielation movements which had a fai icaching 
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impact on personnel management. Along with Elron, Gilbreth and Mary 
Parker were interested in the training and development aspects of 
management They had also given attention to the psychological aspects 
of woikeis behavioural patterns. All these studies and experiments 
assisted in the gradual evolution and development of theoiy and practices 
of personnel management. There were also other events and influences 
at work aiding in the rise of personnel management. The labour shortages 
during the world wars and various labour problems on account of union 
oiganisation resulting in strikes, absenteeism and labour turnover posed 
a challenge to management. Employee-employer relation had become 
complicated because of development of trade unions. The big size of 
corporation also made it necessary to have managers devoted to the 
management of people as these organisations employed thousands of 
employees '^ 
it IS clear from above discussion that concept of workers 
welfare provided the source of inspiration to the entrepreneur for 
establishing personnel department. It began with welfare work and it 
stressed on management relationships with individual employees. 
Personnel departments were also called 'Health and Happiness' 
department 
b) Indian Perspective : 
'Kautilya provides a systematic treatment of management of 
human resources as early as in the 4th century BC in his treatise titled 
Arthashastra. As it has been described in the third section of the book, 
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there prevailed logical procedures and principles in respect of labour 
organisations such as Shreni or the guild system and the cooperative 
sector. The wages were paid strictly in terms of quantity and quality of 
work turned out, and punishments were imposed for unnecessarily 
delaying the work or spoiling it. Whereas on the other side several 
indications of prevalence of guild system involving performance of work 
at the residence of the entrepreneurs themselves.^ In course of time, the 
guild system was followed by the cooperative sector consisting of 
craftsmen and traders, purporting to promote their professional interests. 
Indeed, numerous professional societies were formed on these lines with 
their own systematic procedures and policies to nurture their own 
interest.'"^ There are several indications regarding the operation of 
principles of the division of labour. The concept of varnashram or caste 
system was originally based on these principles. The individuals who 
used to earn their livelihood by engaging themselves in activities such as 
teaching, sacrifice or state management were designated as Brahmins, 
while those specialising in fighting were termed as Kashatriyas. 
Moreover, individuals engaged in the areas of trade, business and 
agriculture were called Vaishyas, and those devoting themselves to 
manual work were known as shudras. Later on, these professions 
emerged to be hereditary which facilitated the transfer of skills and 
training from one generation to another.*-^  
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PERSONNEL MANAGEMENT AS A MATURE FIELD : 
From the above discussion we have seen the evolution of 
Personnel management since then the field of personnel management 
began to mature and considerably change and expanded more and more 
emphasis was being placed on workers. Its activities started including all 
gamut of management. This will be more clear from the defination given 
by different management gurus. 
'Stephens defined personnel management as the process of 
attracting, holding and motivating people. People can be attracted to an 
organisation if they are provided security, promotion, recognition etc. 
which enable them to satisfy their economic, psychological and social 
needs. For this, steps are required to be taken to see that people are 
properly retained in the organisation. Policies and programmes affecting 
the fate of the employees need to be designed and implemented in a way 
that they result in good motivation and high morale of the employees. 
Thus, dynamic personnel management aims at acquiring and maintaining 
an able and efficient labour force in the industrial organisations and to 
motivate them to get the best efforts for the accomplishment of 
organisational goals also provides them maximum satisfaction out of 
their jobs'.'*' 
'Likert is of the view that "Every aspect of a firms activities is 
determined by the competence, motivation, and general effectiveness of 
its human organisation. Of all the tasks of management, managing the 
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luiinan component is the central and most important task, because all 
other areas depend upon how well it is done'. Whereas Pigors and 
Mayers say that Personnel management is a method of developing 
potentialities of employees so that they get maximum satisfaction out of 
their work and give their best efforts to the organisation." 
From the above definitions it may be stated that the personnel 
management is related to that aspect of management which on the one 
side ensures proper utilisation of manpower and on the other side 
creates an environment where people have the ability, skill and 
willingness to contribute. Although both these areas are interrelated and 
dependent on each other, it is felt that the first one refers to the 
technicalities, system, planning etc. and the other related to development 
of human resources for not only optimum utilisation but also 
maximisation of satisfaction and motivation of people. 
As the field of management began to matme the responsibilities 
such as manpower and organisational planning, management development 
programmes and personnel research were prevailing over initial 
responsibilities of preliminary screening, recruiting and collective 
bargaining. There are some trends which influenced personnel 
administration these are -
1. The growing power of union 
2. The improving economic position of employees. 
3. The exploding technological revolution. 
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4. The changing role of management. 
5. Greater knowledge of human behaviour. 
Because of these changing trend a new management of human 
resource has developed. Attempts were being made to adopt a more 
scientific approach towards selection, training, development and for 
motivation of employees. The fullest utilization of an employee's talent 
was main object to be achieved. As the individual were being provided 
with participation in the organisational activities as a measure to counter 
balance the lack of intrinsic satisfaction in their jobs, which they had 
lost because of lack of proper knowledge and skill. Attempts were also 
being made to provide overall development of individual persons in tenns 
of their knowledge, skills, creative abilities, talents and sense of 
achievement. Therefore, the main activities of the personnel department 
were designed to increase the effectiveness of each member of the 
organisation. Indeed, the personnel manager has become increasingly 
concerned with increasing profit through the people. The major 
contribution of the human resources was no longer its energy and labour 
power rather, decision making, analysis, innovation, organisation and 
application of knowledge alongwith mental, verbal and written skills were 
the vital profit producing activities of labour. Explicitly, personnel 
management has emerged to be the management of brain power more 
than muscle power, and the average worker has become an educated 
professional. Thus, personnel management accomplished maturity during 
I960's and 1970's.'2 
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With the emergence of professionalism in personnel 
management, development of knowledge, skill, attitude including purely 
vocational training has added another dimension to personnel 
management and these circumstances forced organisation to change their 
structure, policies and processes. It leads to the emergence of the 
concept of Human Resource Management in 1980. 
HRM 
Personnel 
management 
Welfare 
management 
1900 1940 1980 
Evolution of HRIVI^ ^ 
Fig. 1 
HUMAN RESOURCE MANAGEMENT 
The term 'HRM' is a modern term for what has traditionally been 
referred to as personnel management. The origin of HRM as a defined 
school of thought is usually traced back to 1970s with the development 
of Human Resource Accounting Theory (Flamholtz, 1974). Earlier to 
this theory human resources were considered to be just a cost. Like 
other organisational resources their value was derived from their ability 
to render services which had economic value. Human resource 
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accounting emphasised that human resources were assets for any 
organisation. It was defined as a process of identifying, measuring and 
communicating information about human resources to decision makers, 
specially about their cost and value. This view began to gain support in 
the 1980s.'-• 
Many companies have retitled their personnel department and 
offered human resource services, HRM is the part of the process which 
determine what people are required, how to use them, how to get them, 
and how to manage them. As Laziness, corruption, lack of concern for 
the welfare of others, lack of efforts to secure knowledge,, skill and 
education are the guiding phenomena in the development of human 
resources.'-^ It is a concept which attributes utmost importance to 
employee satisfaction, commitment, participation and empowerment. 
Managing people is no more just a reactive personnel function but is an 
important concern of HR strategy a new organisation has emerged 
seeking to integrate HRM with the overall business strategy. 
The whole process of HRM in relation to the organisations is 
shown in fig. 2. 
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Organisation culture > Strategic Objective > Environment 
I 
HR Strategy 
Job analysis 
recruitment Organisation structure Performance management 
Training & development 
Reward management 
Employee relation 
-> Output <-
HRM Process''^ 
Fig. 2 
From the above fig. it is clear that HRM is a range of strategies, 
processes and activities designed to support corporate objectives by 
integrating the needs of the organisation and the individual that 
comprise it. 
Therefore, HRM is one of the most important managerial 
functions encompassing with in its ambit all aspects of the organisational 
interactions with people, whether with in itself, or in the society around 
it. It is based on the premise that people are a vital resource contributing 
to the fulfilment of the organisations goals and objectives and involves 
the planning and implementation of a wide array of activities for building 
up a conducive work environment and ensuring the optimum utilisation 
of HR for the benefit of both the individual and the organisation.'^ 
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Human resource management activities differ from firm to firm 
and there are certain broad functions of HRM which can be classified 
into two categories i.e. 
1. Managerial function 
2. Operative function 
Managerial function of HRM involves planning, organising 
directing and controlling whereas operative function are related to 
specific activities of HRM i.e. employment, development, compensation 
and relation shown in fig. 3 These function have to be performed in 
conjunction with managerial functions.'^ 
It is clear from the above chart that HRM is concerned with 
improving contributions of people towards the effectiveness of the 
organisations. Their contributions can be assessed in terms of specific 
human resource outcomes i.e. attraction, performance, retention, 
attendance and satisfaction. These outcomes can be influenced by 
matching job requirements and rewards with individual ability and 
motivation. To accomplish this matching the HR department performers 
a set of activities and these activities reveal managements personnel 
programmes, policies and procedures and influence both directly and 
indirectly the match between individuals and jobs. The indirectly 
activities or support activities are analysis of individuals and jobs, 
assessment of outcomes, i.e. performance appraisal and human resource 
planning. The functional activities include : external staffing, internal 
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staffing and development, compensation, labour relations and work 
environment quality circles, job design, and safety programmes. These 
activities are highly interrelated and influenced by external factors -
economic conditions, laws and regulations, labour market and labour 
unions. Thus, HRM attaches more importance to people in the 
organisation. This is mainly because organisations are realising that 
human assets are the most important assets they can have and their 
contribution to the organisation is much more than any other resource 
being used.^" 
From the above discussion we can conclude the overall 
development of HRM in the following stages -
1) Welfare stage (1915 to 1920) 
2) Personnel administration stage (1930's) 
3) The developing stage (1940 to 1950) of personnel management 
4) Personnel management as mature stage (1960's to 1970's) 
5) HRM phase 1980's 
6) HRM phase 1990's 
The first stage of HRM the welfare stage includes the provision 
of welfare facilities of an employees such as canteen and efforts to look 
after employees interests. In the personnel administration stage, 
recruitment, basic training and record keeping activities also appeared in 
work situations. In the third stage the developing stage of personnel 
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management, the whole range of personnel activities emerged. The 
welfare officers became staff or labour manager and they were 
subsequently involved in industrial relations. Fourth stage, the mature 
stage of personnel management, organisation and management 
development and manpower planning are embodied in the activities of 
personnel management. There was sophistication of selection, training, 
performance appraisal and salary administration and these things make 
the personnel management professionalised. 
During fifth stage the concept of HRM which emerged was to 
overcome the personnel management problems and also when personnel 
specialist attempted to cope with the enterprise culture and market 
economy. 
Human resource and business strategy were integrated to evolve 
strategic HRM approaches. Performance-related incentives emerged as a 
motivational device Personnel managers became more business and 
strategic management-oriented. The power of trade unions declined 
causing less focus on industrial relation. Finally, in the current stage, 
there is more focus on teamwork, empowerment and learning 
organisations. Specifically, the role of HR in the total quality has 
become imperative. There is increasing stress on processes such as 
culture management. Emphasis is also towards leaner, more flexible and 
delayered organistions'.-^' 
From the above discussion we can say that the 'HRM' represents 
the discovery of personnel management by chief executives. It is 
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legitimate to define HRM as a particular approach to the management of 
the employment relationship with a distinctive set of HR policies and 
practices. They are designed to produce specific outcomes to secure the 
greater commitment of employees and promote synergy in order to 
increase organisational effectiveness. The new environment poses 
significant challenges to the top managements of Indian industry which 
may be summarised as follows 
1. Better planning of HR 
2. Compete for better Quality HR 
3. Pay more attention to caring for people and retaining them. 
4. Accelerate development of HR. 
5. Make such better utilization of HR. 
6. Prepare for the inevitable separation and handle them more 
sensitively. 
The new 
Environment 
- ^ HR Planning 
i 
HR Acquisition 
i 
HR maintenance & Retention 
i 
HR development 
i 
HR utilisation 
i 
-> HR separation 
HRM lVlodei22 
Fig. 4 
To cope up with these challenges the HRM amounts to a new 
model regarding the management of human resources which is still 
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emerging. It is composed of policies that promotes mutuality-mutual 
goals, mutual influence, mutual respect, rewards and responsibility.^-^ 
With the increase in the knowledge base of employees and increasing 
attention towards self development the primacy of the individual is 
emerging and there is an increasing awareness that human resource is 
the most important resource of any organisation. All other resources 
such as technology, money, equipment etc. can contribute towards the 
effectiveness of an organisation only when they are managed by 
motivated and committed people. The need to adopt to these challenges 
has been felt because people are more educated and as such their levels 
of expectations are much higher than it was before, the introduction of 
improved technology which requires the employees to have higher levels 
of skills and accountability and the existence of employment 
opportunities outside the organisation which has resulted in greater 
mobility of quality workforce'.^"^ It is in this context, need is there for 
organisation to react and adapt to the changes in the environment and 
these circumstances lead to an emergence of Human Resource 
Development (HRD) which is a positive concept in HRM. It aims at 
overall development of HR in order to contribute to the well being of 
employees, organisation and the society at large. HRD become a major 
subsystem of HRM. 
INTRODUCTION OF HRD 
HRD enables employees to sharpen their capabilities and serve 
the organisation in a more productive manner. Further human beings also 
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have a need to develop themselves professionally. Development is 
acquisition of capabilities. Capabilities that are needed to do the present 
job or the future expected job as well. Development of human resource 
is essential for any organisation that would like to be dynamic and 
growth oriented. Unlike other resources, HR have rather unlimited 
potential capabilities. The potential can be used only by creating a 
climate that can continuously identify, being to surface, mature, and use 
the capabilities of people. HRD systems aim at creating such a climate. 
The term HRD came into use only in the early seventies. By the 
middle of seventies it was gaining more acceptance, but was being used 
by many as merely a more attractive term than 'Training and 
Development'.^-'' While introducing the HRD many organisations were 
under the impression that it was nothing but training and developing 
concept. Some companies started renaming their training and 
development departments as HRD departments and some have created 
new departments. Later some other personnel management functions like 
performance appraisal, potential appraisal, career planning and 
development, feedback and councelling, organisational development and 
data storage system are included as sub-systems of HRD. According to 
Lippin the HRD system depends on -
1) Work itself which generates a higher degree of responsibility for 
the employees. 
2) The individuals personal and professional growth. 
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3) The improved quality output as a result of increased responsibility. 
4) Organisation as an open system. 
The HRD system should be such that it should maintain all 
people involved. It should develop newer and creative qualities in 
employees.^'' 
CONCEPT AND NATURE OF HRD 
HRD is newly adopted and a very popular approach in the 
modern industrial world. There has been an increasing realisation that 
the organisation success is dependent on the synergy created by its 
human resources. Growth can only be ensured through appropriate 
collaboration and amalgamation of various personnel around 
organisational goal or taste. It is therefore, essential to create as 
appropriate work culture environment and ethos which would provide the 
impetus for achievement and accountability. This is one of the major 
tasks of any management. This concern has given rise to the concept of 
HRD. 
HRD concept is multi-dimensional. It is mainly concerned with 
developing the skill, knowledge base meaningful organisation and sound 
relationship for increased productivity, quality goods and enhanced 
profitability. It is people oriented concept. 'The concept of HRD was 
formally introduced by Leonard Nadler in 1969 in a conference 
organised by the American Society for Training & Development.'^^ 
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According to American Society for training & Development 
"HRD should be an entrepreneurial function, to increase the importance 
of the HRD".2« 
Leonard Nadler Defines HRD as "Those learning experiences 
which are organised, for specific time and designed to bring about the 
possibility of behavioural change the term learning experience refers to 
purposeful or intentional learning not incidental learning".-^^ 
According to John E. Jones- "HRD is an approach to the 
systematic expansion of peoples work-related abilities, focused on the 
attainment of both organisational and personal goals".-^^ 
Professor C.S. Sanker observes "HRD is a development oriented 
planning effort in the personnel area which is basically concerned with 
the development of human resources in the organisation for improving 
the existing capabilities for achievement of the corporate and individual 
goals.•^' 
Prannath explained "HRD is not a engineering process having a 
set of mechanism".^^ 
T.V. Rao explained "HRD in the context of organisation 
according to him it is a process by which the employees of an 
organisation are helped in a continuous and planned way to-
1) Acquire or sharpen capabilities required to perform various 
functions associated with their present or expected future roles. 
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2) Develop their general capabilities as individuals and discover and 
exploit their own inner potentials for their own and or 
organisational development purposes. 
3) Develop an organisational culture in which superior subordinate 
relationships, team work, and collaboration among sub-units are 
strong & contribute to the professional well being, motivation and 
pride of employees.^^ 
From the above definitions it is clear that the term HRD is 
mainly refers to training, education, and development. According to them 
training is focused on the present job, education and the future job & 
development is concerned with providing learning experience to 
employees so that they may ready to move to new directions and 
dimensions that the organisational change requires and from 
organisational point of view it is a process in which the employees of an 
organisation are helped or motivated to acquire and develop technical, 
managerial and behavioural knowledge, skills, and abilities and mould the 
value, beliefs, attitudes and aptitude necessary to perform present and 
future roles by realising highest human potential with a view to 
contribute positively to the organisational group, individual and social 
goals.-'•^ 
On the other hand Parnnath observes that the mechanism and 
techniques such as performance appraisal, organisation development 
training and development and career advancement etc. are used to initiate 
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and promote HRD process in a continuous way because the process has 
no limit. The mechanism may need to be examined periodically to see 
whether they are promoting or hindering the process. Organisations can 
facilitate this process of development by planning for it, by allocating 
organisational resources for the purpose, and by examplifying an HRD 
philosophy that values human beings and promotes their development. 
These techniques are inter-linked, and form a new system reinforcing 
each other'.•^•' Where as American society of training and development 
observes that HRD managers should be a problem solver, risk taker, 
interdependent rather than remedial teacher, caution taker and dependent. 
He should create opportunities for the employees in place of minimising 
performance gaps. 
Therefore, 'HRD is an integrated strategy and planned 
development process for effective utilization of human resources of 
work for the achievement of organisational objectives. It aims at the 
development of both human resource and organisation. It is rather a total 
matching process between Hard S's i.e. staff, skill, style, and super-
ordinate goals. The focal point of HRD is optimum utilization of human 
resource i.e. to maximize the contribution of human resource for the 
achievement of organisation goals of management and satisfying the 
overall human needs of the men who work in the organisations at all 
levels from chief executives to operatives.-^^^ 
Thus, we may conclude that HRD is an important concept in any 
organisation. In a broad sense HRD is the process of increasing 
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knowledge, will, and capacities of all the people by which the people in 
a given society. In National context, HRD is the process by which the 
people in various groups are helped to acquire new competence 
continuously so as to make them more and more self-reliant and 
simultaneously develop a sense of pride in their country'. 
In economic terms, it means accumulation of human capital and 
its effective utilisation for the development of economy. In political 
term HRD prepare people for active participation in the political process 
from the social and cultural point of view the development of human 
resources enriches life'. 
As far as Industrial organisation is concerned HRD is three 
pronged, focusing on people - the 'Human' aspect where people are 
having skills, potential and the ability to grow, change and develop. The 
'Resource' aspect where individuals are considered resources rather than 
problems and the 'Development' aspect, where there is an emphasis on 
the discovery and nurturing of their potentials'. 
SIGNIFICANCE OF HRD 
HRD is a multidimensional concept which is still in the 
developing stage although man-management is as old as human resources. 
Quantum change and a paradigm shift in a turbulent world, have 
revolutionised the way business is to be carried out. This decade has 
been the globalisation of business with intense competition amongst the 
local as well as the international players. We have moved away froin the 
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seller's market to customer driven market. The boundaries have 
practically disappeared. Even in India, the Government has had to 
unshackle the business from regulations and controls. All this has 
brought in the need for a total change in mind-sets while the whole 
gamut of corporate management needs a review, a hard look is needed at 
the utilization and effectiveness of its most critical resources - the 
human resource. 
The term human resource refers to the knowledge, skills, 
creative abilities, talents, aptitude, values and beliefs of an organisation 
workforce. The more important aspects of human resources are aptitude, 
value, attitudes and beliefs. But, in a given situation, if these vital 
aspects remain the same, the other aspects of human resources like 
knowledge, skills, creative abilities and talents plays an important role in 
deciding the efficiency and effectiveness of an organisations workforce. 
However, enhancement of utilisation value of human resources depends 
on improvement of the human resource aspects like skill, knowledge, 
creative abilities and talents and moulding of other aspects like values, 
beliefs, aptitude and attitude in accordance with the changing 
requirements of groups, organisation and society at large. This process 
is the essence of HRD. It is clear from this interpretation that HRD 
improves the utilisation value of an organisation. 
The effective performance of an organisation depends not just 
on the available resources but its quality and competence as required by 
the organisation from time to time. The difference between two nations 
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largely depends on the level of quality of human resources. Similarly, 
the difference in the level of performance of two organisations also 
depends on utilisation value of human resources. Moreover, the 
efficiency of production process and various areas of management 
depends to a greater extent on the level of human resource development. 
HRD assumes significance in view of the fast changing 
organisational environments and need to the organisation to adopt new 
techniques in order to respond to the environmental changes. The 
changing environmental factor include 
i) Unprecedented increase in competition within and outside the 
country consequent upon the announcement and implementation of 
economic liberalisations, and 
ii) Changing trends towards human resource management and 
complexities involved in it.-^ ^ 
Trends towards market economy are more prevalent in most of 
the countries including the erstwhile communist countries. These trends 
towards marketing economy resulting in severe competition not only 
among the industries in the globe but also industries with in the nation. 
This competition allows only the industries strong in all respects to 
continue in the market and the other industries are forced to'withdraw 
from the market. 
The vitality of human resources to a nation and to an industry 
depends upon the level of its development, organisations to be dynamic 
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growth-oriented and fast changing should develop their human resources. 
Thats why the organisation possessing competent human resources grow 
faster and can be dynamic. Though the positive personnel policies and 
programmes motivate the employees, bviy their commitment and loyalty 
but these efforts can not keep the organisation dynamic and fast 
changing. Organisation to be dynamic should possess dynamic human 
resources. Human resource to be dynamic acquire capabilities 
continuously, adopt the values and beliefs and aptitude in accordance with 
changing requirements of the organisation. Similarly when employees 
use their initiative, take risks, experiment, innovate and make things 
happen, the organisation may said to have an enabling culture.-^^ The 
competent human resource can be dynamic in an enabling culture. Thus 
the organisation can develop, change and excel, only if it possess 
developed human resource. Dynamic and developed human resource is 
possible when orgnaisations adopt the following techniques of HRD. 
1. Organisation development 
2. Performance appraisal 
3. Career planning and development 
4. Training 
5. Potential appraisal and development 
6. Executive development 
Organisation Development : 
Organisation development is of recent origin and forms an 
outgrowth of the efforts to develop managers. Organisation development 
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may be defined as an effoit planned, oiganisation wide, and managed 
fiom the top to inciease oiganisation effectiveness and health thiough 
planned inteiventions in the oiganisation's piocesses using behaviouial-
science knowledge An oiganisation development piogiamme involves a 
systematic diagnosis of the oiganisation, the development of a strategic 
plan foi impiovement and the mobilisation of lesouices to cany out the 
effoit ''^  
This function includes leseaich to asceitain the psychological 
health of the oiganisation because oiganisations giowth and development 
aie closely inteitwined with the objective and motives of its human 
lesouice The positive oi negative aspect of motive have a beanng on the 
stability and development of the enteipiise Oiganisational dynamic is a 
function of tasks, technology, stiuctuie and people These components 
aie mtei-i elated and mtei-dependent, a change m one pioduces 
alternations in one oi moie of the othei components Of these, people 
tepiesent the most ciucial vaiiable, because unless the people aie willing 
to accept the need and lesponsibility foi oiganisation development, 
intended development can nevei be effected This means when people aie 
bent upon making thing woik, no absuidity of stiuctuie oi anything else 
can come in then way Thus, whatevei the concepts oi synthesis an 
oiganisation adopts, it must lecognise that in the final analysis, lesults 
can only be adopted thiough people and it is the human lesouice that 
holds the key to sustained piofitability & giowth This implies that 
commitment, dedication and enthusiasm of people have an oveiwhelming 
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impact on tlie effectiveness of an organisation. The integrated HRD 
systems therefore, become crucial in enhancing of an organisational 
effectiveness. In this quest for effectiveness, the clear responsibility for 
all managers is to be effective because they are responsible not only for 
their own behaviour but also for the performance of their 
subordinates.'"**' 
Career Development : 
Career development relates to the readiness for progression 
through a series of positions during an individual's working life. Career 
issues emerge as a result of increasing stress of the organisation on 
developing its human resources and growing expectations of the 
individuals regarding what they need to facilitate career growth as they 
become educated. Career has been defined as individually perceived 
sequence of attitudes and behaviours concerning work-related 
experiences and activities over the span of an individual's life. In other 
words, it involves an individual's perception career and forms a process 
or sequence of activities which occur with unfolding of their work life. 
Therefore, career development is a joint responsibility of both 
the individuals and the organisation. While the personnel department of 
the organisation is required to share this responsibility with individuals 
including managers and employees, they in turn must take the initiative 
for career planning and preparing themselves for future job through 
development programmes and experience. In addition, it is the 
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responsibility of managers and supervisors to respond to the career 
interests of their subordinates and the human resources need of the 
organisation."^' 
Performance Appraisal : 
Performance appraisal is the step where the management find 
out how effective it has been in the HRD programmes. The term 
appraisal means evaluation of the performance of employees. Evolution 
of emploN ees performance or potential provides data about past, present, 
and expected performance so that appropriate decisions can bemade and 
it invoKe quantitative and qualitative assessment of employee 
performance. 'According to Douglas McGregor- "Formal performance 
appraisal plans are the means of telling a subordinate how he is doing 
and suggesting needed changes in his behaviour, attitude, skills or job 
knowledge"."*^ With increasing number of professional managers, 
behaviourism and organisation developmant concepts, the performance 
appraisal has undergone tremendous changes. According to Fred Luthans, 
"Today, performance appraisals are used not only for wage increases, 
transfers, promotions and layoffs, but also as a means of cominunication, 
motivation and development of all employees in the organisation"'*-'. The 
appraisal system provide useful information to the management for 
decision making about manpower of the organisation. Thats why many 
organisations began to utilise the performance appraisal interview 
between the manager and the subordinate, during which the subordinate 
strengths and weaknesses are discussed, concerns are shared and the 
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subordinate is given the opportunity to defend or improve any deficits in 
their performance. 
An HRD-oriented performance appraisal is used as a mechanism 
for supervisors to-
1) Understand the strengths and weaknesses of their subordinates and 
help the subordinates to realise these. 
2) Understand the difficulties of their subordinates and try to remove 
these difficulties. 
3) Helps the subordinates to become aware of their positive 
contributions. 
4) Encourage subordinates to accept more responsibilities and 
challenges. 
5) Help subordinates to acquire new capabilities. 
6) Plan for effective utilisation of the talents of subordinates.'*'* 
Therefore, performance appraisal help to develop mutual 
understanding, and the data generated are reported to the higher 
management and is used in making decisions about individual employee 
development as well as developmental needs of the world grpup or the 
entire organisation. 
Training : 
Each organisation needs to have well trained and experienced 
people to perform the activities that have to be done. Training is one of 
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the most vital tools of HRD and according to Chinese scholar "If you 
wish to plan for a year sow seeds, If your wish to plan for a ten years 
plant trees, if you wish to plan for life time develop man".'*'' 
This statement highlights the importance of training man. As 
training is a learning experience in that it seeks a relatively permanent 
change in an individual that will improve their ability to perform on the 
job. According to Dale S. Beach "Training is the organised procedure by 
which people learn knowledge and skill or attitude for a definite 
puipose"."* '^ 
Tlius, training is a short term process utilising in a systematic 
and organised procedure by which non executives personnel acquire 
technical knowledge and skill for specific purpose, while management 
development is a systematic process of training by which managerial 
personnel gain and supply skills, knowledge, attitude and insight to 
manage the work in their organisation effectively and efficiently"."*^ 
Therefore, training is the basic and strong mechanism of HRD which 
contributes directly to the individual development. It is a process of skill 
building of man, i.e. HRD training is a tool of developing in individual's 
ability and effectiveness to perform his present and future jobs. It can 
also strengthen inter-personal relationship, increase team work and 
collaboration and reduce the wastages. Training also improves the 
productivity and efficiency with the help of improved quality and high 
morale. Thus, it is a tool of the individuals a:dvancement and 
oragnisational effectiveness." '^^ 
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Potential Appraisal and Development 
In organisations that subscribe to HRD, the potential (career 
enhancement possibilities) of every employee is assessed periodically. 
Such assessment is used for developmental planning as well as for 
placement. It is assumed under this system that the company is growing 
continuously. It may be expanding in scale, diversifying its operations, 
introducing technological changes, or entering new markets, A dynamic 
and growing organisation needs to continually review its structure and 
systems, creating new rates and assigning new responsibilities. 
Capabilities perform new roles and responsibilities must continually be 
developed among employees. The identification of employee potential to 
ensure the availability of people to do different jobs helps to motivate 
employees in addition to serving organisational needs. 
Every year or two, the supervisor of a group of employees 
assesses the potential of each of them to perform different functions on 
the basis of the supervisor's observations and experiences during that 
period. The ideal way to judge a person's potential would be to try the 
person on each job for which his potential is being assessed."^^ 
Executive Development : 
Today organisations need executives with improved knowledge, 
talents, skills and motivation to meet the changing organisational 
requirements. Therefore, Executive development is not only an activity 
that is desirable, but also an activity that an organisation must commit 
57 
resources for developing and maintaining a cadre of reliable, competent 
and motivated executives. Executive development is the process of 
gradual systematic improvement in the knowledge, skills, attitude and 
performance of those individuals in an organisation who carry 
management responsibility. It is actively designed to improve the 
performance of existing executives and provide a supply of executives 
for the future and extend the understanding of the management activity.^ *^ 
Above are the main instruments of HRD programme in any 
organisation but in this globalised world the most important component 
of the HRD programme is executive development because management 
of today is managing for future. As technological changes are facing 
organisations to adopt new structures and to adopt to the new 
environment. The obsolescence of certain jobs in the future will make it 
necessary for organisations to prepare workers with new skills and 
attitudes to cope with changes. Apart from this 'Quality' is the most 
important factor for the survival and growth of the organisation. One of 
the thrust areas of HRD function/programme in future would be the 
creation of the type of organisational environment that will help to make 
work more satisfying. Thus, the HRD professionals have to undergo a 
complete change in attitude, working systems and human relation skills 
etc. There will be more concern for strategies and innovations. There 
will be no place for ill-prepared, the indolent, the subservient staffer. 
But there will be more opportunities for the well trained, imaginative, 
innovative, up-to-date, alert and aggressive professionals. 
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Therefore, to develop the HR of any organisation stress must be 
laid on executive development because the organisations which want to 
succeed in future needs managers who can learn fast and create a culture 
of learning. They should have special skills in the strategic, tactical and 
operational fields to rise to the demands of globalisation. More than 
that, future executives, their policies, strategies and actions, should 
bring the desired integration of transient differentiated activities/ 
functions/levels in the organisation to achieve the global focus of 
organisation. Thus, in this globalised economy executive development is 
one of the most important component of HRD programme in any 
organisation which we will discuss in detail in the next chapter. 
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CHAPTER - TWO 
EXECUTIVE DEVELOPMENT IN 
PUBLIC ENTERPRISES 
Introduction 
Concept of Executive Development 
Nature of Executive Development 
Need and Significance of Executive Development 
Methods and Techniques of Executive Development 
Components of Executive Development 
Executive Development in Indian Industries 
Evaluation of Executive Training and Development Programmes in 
Public Enterprises 
Tremendous emphasis has been given to Executive Development 
since the last world war and it has been named as the 'Management 
Revolution' because a sudden dramatic change took place in the area of 
management development. There is a recognition that qualified 
executives needed throughout the industry and do not just emerge from 
workforce without consciously planned action on the part of the 
organisation. Good organisations select the talented employees and takes 
measures to develop them to have adequate inventory of management 
skill for use in the future. Management development also looks for 
development at present in managers. Thus, everyone who is in a 
managerial position or expected to be the one in the future should be 
developed. All potential managers or anyone below the top man in the 
organisation who may be transferred or promoted to another job should 
be prepared for the promotion by the process of executive development. 
The objectives of executive development programme of any business 
concern are to improve the performance of managers in their present 
positions, and more importantly, to ensure an adequate reserve of 
capable well trained administrators for future needs.' 
According to Lawrence A. Appley, President of the American 
Management Association, 
Management is the development of people and not the direction 
of things. If this fact were more generally accepted, many management 
difficulties would disappear, the Executive or Supervisor who says that 
he would rather exhaust himself doing things correctly than expand the 
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time and practice necessary to get other people to do them correctly is 
admitting that he cannot manage".^ 
According to Peter Drucker "The success and ultimately the 
survival of any business, large or small, depends in the last analysis or 
its ability to develop people"-
Therefore, executive development is basically development in 
two ways i.e. development of the body of management and the 
development of the individuals with in management. For development of 
the body of management we endeavour to link the individuals objectives 
with that of the division in which he works, to develop a corporate sense 
and be participative in company's, objectives. As far as individual 
development is concerned it is an process which involves the interaction 
of a man. his job, his manager, and the total work environment. Individual 
development then results in the acquisition of new knowledge, skills and 
attitudes in a planned, orderly manner to improve present job 
performance while accelerating preparation for advancement into more 
responsible positions. Therefore, it is the responsibility of the 
organisation to provide the conditions that will enable each individual to 
develop to the full extent of his potential, consistent with his needs, 
interest, abilities and willingness to exert himself to realize this 
potential that can be possible by encouraging each individual towards the 
self-development. Because self-development is an important component 
of any executive development programmes which helps the executives to 
define and use their own opportunities instead of being responsive to 
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someone else. The need for self-development arises from the fact that 
world of work is changing so rapidly with people, routinely being called 
upto change roles, develop serial careers and stop out dated skills for 
new one. Self-motivation is the pivot of executive development 
programmes and top management must create an environment in which 
self-development is encouraged and facilitated'.-^ 
'On the other hand with today's scenario, this is indeed the 
decade of leadership for meeting the challenges of today, we need 
appropriate leadership skills in executives who can build teams fast and 
often multicultural teams too. With this quality they must be able to 
motivate in situations of great uncertainty and risk and they must be able 
to develop others fast, as well. Today's executives will increasingly need 
to be international in attitude. This is not only partly a matter of 
linguistic skills, but also an ability to get on anywhere with local 
workforces or negotiate, as it were, across frontiers. Their skills will be 
generalist, they must be able to see the whole picture and encompass all 
the angles, whether these are technical, financial, organisational, market-
related, environmental or human. Thus, executive development 
programmes seeks to develop the overall personality of executives and 
not only the skills necessary to do the job efficiently. The job of 
executive is a veiy challenging one."^  
CONCEPT OF EXECUTIVE DEVELOPMENT 
'Executive development is an educational process utilizing a 
systematic and organised procedure by which managerial personnel learn 
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conceptual and theoretical knowledge for general purposes'.-' A sound 
programme of executive development has to be based on the 
development of concepts evolved in the past. The more important of 
these are as follows -
1) 'Executive development is not a 'one-shot' affair, it must continue 
throughout an executive's whole professional career. Otherwise, an 
executive of yesterday will not be acceptable today and an 
executive of today will not be good enough for future. Therefore, 
in order to be dynamic and to change himself according to the 
needs a manager must continuously educate himself to successfully 
meet new challenges as they occur'.^ ^ 
2. Increased understanding of others, their behaviour and attitude, and 
of oneself definitely aids in managing and contributing to personal 
development. 
3. Development seldom take place in a completely peaceful and 
relaxed atmosphere. Growth involves stresses and strains. 
4. Development require clear cut objectives and goals which are to be 
achieved or attained, and the ways and methods of achieving these. 
5. Participation is essential for growth, spoon feeding seldom brings 
significant or lasting improvement. 
6. Feedback from a superior to a subordinate and from a group to an 
individual is necessary for the recognition of short comings and 
for keeping oneself in touch with the progress that has been 
achieved. 
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7. An important responsibility of the personnel departments is that of 
development. 
Therefore, executive development must relate to all managers in 
the organisation, it must lead to growth and selfdevelopment of the 
organisation. Its focus should be on future requirements. Executive 
development must be dynamic and qualitative rather than static 
replacement based on mechanical rotation.'' 
NATURE OF EXECUTIVE DEVELOPMENT 
Executives are largely made, not born. This is a significant 
statement in modern management literature and forms a basis for 
numerous executive development programmes. The objectives of these 
programmes include preparation of promising personnel for higher 
managerial positions in the future and assistance to and improvement of 
existing top executives. 
Yoder explained executive development as a programme of 
training and planned personal development purporting to prepare and aid 
managers in their present and future jobs. Attempts are made to identify 
problems with which executives are likely to be confronted and to assist 
thejn in solving these problems. Accordingly, executive development 
refers to a systematic effort to use the principles of planning, 
organising, directing, coordinating and controlling in the selection and 
development of level of executives as opposed to the unsystematic 
method based on the assumption that "Cream will come to top".^ To 
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become a competent executive there are three content of executive 
development activities these are - 1) knowledge, 2) skills and 3) 
attitudes. 
General Knowledge 
Attitudes and Managerial Philosophy 
Administrative skills 
I 
Technical Knowledge 
and Skill 
Content of Executive Development Activities 
Above diagram emphasis that-
1. Lower level managers need considerable technical skills, whereas, 
higher level executives need considerable administrative skills. 
2. There are three skills - technical skills, human relations skills, and 
conceptual skill, i.e. a combination of vision, imagination and 
intelligence. 
3. Attitudes are -
a. Thinking like an executive, 
b. empathy, i.e. ability to put ourselves in the position of others and 
understand there minds; 
c. team concepts, and 
d. recognition of human values.^ -^  
70 
The concept o f executive' includes everyone who has the major 
responsibility of managing man. Although the chief function of a 
executive is to get things done through others, and by improving 
administrative level. A research-based knowledge in this respect forms a 
basis for a sound executive development programmes. In other words 
executive development as a business Jed process, the business 
determines what kind of managers or executives it requires to 
accomplish its strategic goals as well as how to obtain and develop such 
executives. Although, there is stress on self - development because self 
development will be the key factor to determine the success of the 
programme of executive. In other words, the participants in this 
programme must have the capacity to learn and develop and they must be 
highly motivated to achieve the planned objectives. Therefore, the 
executive development process ensures that the enterprise has the 
effective executives. It develop capabilities of managers to accomplish 
its present and future requirements. Thus, there are three activities in 
the process of executive development viz. analysis of needs, evaluation 
of skills and competencies and meeting the needs. These attempt should 
be made to combine self-development, organisation-derived development 
and boss-derived development to evolve an effective executive 
development system. 
STRATEGY 
The executive development strategy is determined by the 
strategic plans of the company. These strategic plans provide a basis for 
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human resource plans flowing from business plans. The executive 
development strategy indicates intent which asserts as, "We believe a 
strategy for investing in people will pay off and this is what we are 
going to do about it". It also detennines as to how executive development 
processes, policies and programmes contribute to the attainment of the 
corporate goals embodied in the business plan. It should also address the 
critical success factors of the business in varied areas including product-
market development, innovation, quality and cost leadershi.p. It also 
provide a linkage between learning, development, and training activities 
add value and facilitate competitive advantage. The executive 
development strategy is also beneficial to all the stockholders in the 
company, including employees, shareholders, customers, suppliers and 
the community. Therefore, it should be designed with in the purview of 
the executive development philosophy. It should assert that executive 
development is a continuous process. Executive development policies, 
practices and strategies of an enterprise should be led by its business 
and human resource requirements which indicates intents to invest in 
people.'" 
NEED AND SIGNIFICANCE OF EXECUTIVE DEVELOPMENT 
"In this age of'Professionalisation of Management' importance 
of Executive Development cannot be minimised. Executive talent is the 
most important asset of an organisation, it is not shown on the Corporate 
Balance sheet, but it influences appreciably the growth, progress and 
profit than any other corporate assets. Managerial asset is not costly to 
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acquire, it is a low cost resource with a high profit potential. Top 
management must give importance to the acquisition, maintenance and 
growth of men and women who possess managerial talent and calibre than 
the thought and care given to planning and development of a plant or a 
product.'' But the first and one of the most important reasons for having 
a executive development programme is simply the law of supply and 
demand. The present and the near future demand for executives is far in 
excess of the supply. This need arised because there are not enough 
capable, broad-gauged executives to go around, whereas industry had 
previously enjoyed a virtual monopoly on executive talent, competition 
for new sectors in the economy such as hospitals, schools governmental 
and social organisations has intensified. 
As many organisations have added new staff officers to cope 
with the increased complexity of a modern society. Typical new officers 
include human relations, administration, planning and development, 
engineering research and the controllership. 'As Peter Drucker, said an 
institution that cannot produce its own managers will die from an overall 
point of view, the ability of an institution to produce managers is more 
important than its ability to produce goods efficiently and cheaply.'^ "As 
the global trend is towards increasing use of performance appraisals for 
executives even though in the beginning the parctices was mostly in 
respect of workers and supervisors only. Another trend is the mounting 
managements interest in using appraisal for identification of 
development needs and developing and improving managers because no 
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modern business can grow and succeed without planned attention towards 
the development of its managerial staff. In developing countries like 
India, management is the single factor that acts as the master key for 
unlocking the forces of economic development.'^ Therefore, among 
various objectives of the appraisals the major emphasis is on 
development of executives because of the following factors-
1) Executive Obsolescence 
The growing complexity of the managers job itself mandates the 
initiation of a executive development effort in most of the 
organisation's. Executive obsolescence is a problem for most 
institutions. It has been observed that numerous executive have little 
familiarity with advanced management techniques, and they continue to 
ignore the advances made in communications, participation and 
motivation as well as in products, markets, systems, procedures, 
processes and technology. There are many causes of executive 
obsolescence. Some of these are, age, success, centralized authority, 
lack of responsibility and direction, loss of confidence and ability. A few 
test for signs of obsolescence include failure to constantly set new and 
far reaching goals, doing things the same way year after year, ignore the 
advances made in communications, participation and motivation as well 
as in products markets, systems, procedures, processes and constantly 
being tripped up by way new terminology which should be part of a way 
of life. 
Basically, all management personnel need to develop just to 
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keep pace with competition and with the state of the art as it-relates to 
each job. For many this will mean career advancement but not for every 
one, for many, increasing ability to perform their present assignments 
more effectively is ample reward and satisfaction. On the other hand, in 
business organisation managers are very much aware that the major basis 
for economic growth and profitability lies in developing executives for 
the future who know how to acquire and use new knowledge as well as 
existing knowledge. Therefore, one of the most important function of 
executive development is that it encourage people to seek out and 
evaluate many sources of significant new knowledge and convert this 
knowledge into new product, new market, new technique and new 
behaviour pattern. Failure to do this on regular basis leaves organisation 
vulnerable to competition and to rapid obsolescence. Thus one of the 
important task of executive is to update his knowledge to prevent a 
knowledge gap between himself and his key people which cannot be 
bridged. 
2. The Information Revolution 
In recent years the executive process itself has been subjected 
to series of revolution which has changed the entire decision making 
process. These new dimensions in executive require new concepts and 
tools to solve problems of an enormous magnitude. As technological 
development's have Produced an information revolution which is rapidly 
changing the very nature of our organisations, senior management is 
beginning to recognize that dramatic accomplishments can be possible if 
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these new capabilities are put to work on an organisations objectives and 
communicated to all concerned with their accomplishment. In finding the 
answers of management questions the technological development's have 
proved themselves valuable assistants. The computer necessitates a new 
style of management. Management in general is approximately ten year 
behind in developing the systems and methods to find out what its 
information requirements are and how to use them to achieve its 
objectives. 
The information revolution has spawned the several billion dollar 
computer equipment and systems industry because the new technology 
has effected everyone. It is on the verge of revolutionizing our 
educational system by facilitating learning for individuals and groups as 
never before. It is producing enormous social changes. Executive have to 
face and solve the social problems produced by these rapid technical 
changes. Social problems could be converted into opportunities for 
profitable, competitive businesses. Today, things have changed, the 
modern manager needs in addition information, organisation, a sense of 
timing, communication, and a group of rightly talented professional 
people. These professional people will seek out and use information 
from giant computer information about population trends, new family 
formations, age distribution, income, year and number of any given 
product whether in the field, warehouse or home and these trends will 
help them in taking necessary internal adjustments to avoid mistakes of 
timing. 
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One of the most important managerial skills is the ability to 
determine quickly what the key elements of a decision are, then to move 
decisively to implement the decisions. But in a modern organisation, it 
is difficult to overcome the hierarchy of authority and the remoteness of 
the functional disciplines for each others. As a result, executives 
become narrowly oriented, and their specialities tend to become ends in 
themselves. The older managers often discourage the bright young 
comers by forcing them to function with in the narrow confines of day 
to day responsibilities. Often the organisation begins to ossify. 
Everything slows down, including the development of energetic young 
management. The best tools of modern management can become useless 
unless they are used in an organisation which has not lost its 
entrepreneurial spirit. 
3. The International influence : 
In this vast array of changes which is influenced by rapidly 
growing foreign needs necessitated continuous executive development. 
Modern technology, modern transportation and modern management 
requires large integrated markets. Any organisation which is committed 
to expansion will find that a large portion of its assets, human and 
financial will soon be deployed around the world. This transformation 
goes well beyond normal growth as well as beyond the national 
organisation chart. In this new environment, it is essential to develop 
executives who can cultivate an international viewpoint. Many executive's 
at different levels of the organisation must be given exposure and 
experience in international as well as domestic operations. 
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Totally new issues will face the multinational executive. He 
must play a significant role in the future growth of the countries with 
which he does business, and in his new role he will influence and 
participate in the social, economic, governmental, and educational 
programmes of the nation. 
4. Social Change 
Despite the new international role for executives the home front 
problems loomlarge. They are on domestic, social, political and 
economic scene. The major problems-poverty, unemployment, welfare, 
crime, education, segregation-go hand in hand with the large block of 
population in our major cities. Strong public pressure is being applied 
on business. Government and education to solve these problems before 
our social revolution becomes a civil war between the haves and the have 
nots. 
With regard to developing social trends, a number of significant 
factors dictate a need for new management knowledge, skills, and 
techniques. The basic forces of science and technology will be directed 
toward contributing more to social progress. Education will continue to 
have an increasing impact on social change and will exert an increasing 
influence on people's patterns of living and thinking. Higher education 
will be more readily accessible to all people from all walks of life. 
Education itself will more and more be process of developing skills in 
decision making and preparation for change, it will prepare people for 
life and develop the whole person instead of merely injecting knowledge. 
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The educated person will develop more self-confidence and self 
respect, he will be for less tolerant of autocratic management and 
organisational restraints. Needs for executive development will become 
intensified. As social realities are fostering new cooperation between 
business and government, and education. Political, economic and 
ideological boundaries are fast melting away under the heat of a national 
economy fed by rapidly expanding technology and instant 
communication. Problem of urban renewal, transportation, pollution, and 
education mandate the development of executives for all reasons for 
service in public as well as private sectors. No institution can escape the 
coming manifestation of the latent desire and need of individuals for 
self-expression. People will demand and receive more individualized 
attention. 
5. Implications for Business : 
Business will become increasingly involved in community 
problem solving, and part of the executive development efforts will have 
to be geared to service of public boards and in community service 
organisation's. There will also be increasing public pressure on business 
for the continuing education and development of employees at all levels. 
Companies will be forced to set and adhere to long range goals which 
are in harmony with national goals. In the social need market, business 
will not only supply products but also include management education and 
training programmes, career development services, and management 
organisation services. 
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Business organisation's will change with the growing need for 
rapid and continuous innovation and the job related aspirations of 
tomorrow's employees. Communications will be more fluid, flexible and 
open. Task force assignments will become more numerous, emphasizing 
broader employee participation in the decision making process. Thus, the 
task of executive will be compounded by a need for greater flexibility, 
less structure, constant innovation and economic stability of production 
processes. There will be even greater mobility of managerial, 
professional and technical personnel. Individuals, will be more 
committed to their professional disciplines and to self development than 
to an organisation. Employees will seek greater autonomy, specific 
geographic location, creative outlets and more gratifying work per se. 
Opportunities for education and self-development will become 
substantial parts of job offers. 
Thus, the growing complexities of manager's job coupled with 
the critical shortage of executive talent mandates development in every 
managerial position. Each executive's task must include a continuation of 
his personal development to avoid the spectre of obsolescence - the 
danger of knowledge gap between his key people and himself because 
the performance of a company depend upon the quality of its managers. 
Companies with same raw materials, equipments and technical know-how 
show different results because of the quality of their executives 
therefore, the requirements of society dictate the acquisition and use of 
the new, critical resources of information, timing, organisation, and 
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professionally trained people in addition to the traditional resources of 
land, labour and capital. Factors contributing to the complexity of 
executive's job such as the information revolution, the urban crisis, and 
international influence - mandate a stepped up executive development 
process. Executive development, therefore, is of paramount importance 
to have an effective and desired managerial manpower to meet the 
organisation's demands and to maintain and raise the level of managerial 
competence in the organisation.^"^ 
EXECUTIVE DEVELOPMENT PROGRAMME 
Skills which are required in executive's positions are developed 
by using the following procedure -
I) Planning : 
Planning for executive development programme deserve utmost 
attention. It develops capabilities of managers to accomplish 
organisations business strategies in the context of critical success 
factors such as innovations, quality and cost leadership. The capabilities 
of executive involves -
1) Setting challenging ambitions. 
2) Evolving product market strategies 
3) Developing functional strategies 
4) Creating and applying systems for managing the business 
effectively. 
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5) Building organisational culture for future. 
6) Structuring and restructuring the business activities, and 
7) Optimising profits. 
These factors help executive to function more effectively in 
their existing positions and maintaining a force of qualified personnel to 
hold higher position in the future. These programmes purport to bring 
executives up-to-date in respect of technological and scientific 
advancements, provide knowledge of business responsibilities, develop a 
broader perspective and provide understanding of people. The second 
step relates to evaluation of present managers. The limitations and 
strengths of these managers are to be assessed in terms of their job 
requirements. 
After careful planning of the executive development programme, 
several steps are taken depending upon its nature. It is largely held that 
would be top executive's should start their career from the lower cadre 
followed by well-planned training and sequence of experiences. Another 
step is to assign each executive the responsibility of preparing a 
replacement for him. However, the overall responsibility for the 
programme lies with the personnel manager who has easy access to top 
executives. The over all incharge of the programme constantly assesses 
the future needs of the company for executive's, selects potential 
candidates for the development, outlines plans for developing each 
candidates, assesses each candidate's progress periodically and properly 
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maintains a balance between demand and supply of executive personnel. 
Thus, depending upon the nature of the programme, the major stages may 
include organisation planning, programme targeting, identifying basic 
requirements of key positions, executive appraisal, preparing 
replacement inventories, planning individual development programmes 
and programme administration. 
Therefore, the forecast of executive demands and supplies with 
target dates involves the consideration of the nature, size and scope of 
the future organisation. In addition, attempts should be made to identify 
the duties and responsibilities to be attached with the executive 
positions. This will provide a basis to infer the nature of the required 
training and development, and facilitate the selection of participants. At 
present training of executive is necessary because many jobs have 
assumed a highly technological character and under automation we 
require highly skilled operatives. 
2) Replacement tables : 
The future needs of executive's can be accomplished by 
maintaining replacement tables indicating present and future executive 
positions, their existing incumbents and individuals for promotion to 
those positions and replacement table based on organisational planning 
forms an initial step and is the heart of executive development. It also 
implies preparation and maintenance of an executive inventory including 
both present and prospective. The inventory will facilitate the accelerated 
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preparation when emergency arises and indicate alternate routes of 
advancement. Only the right individuals are picked for the programme on 
the basis of age, marital status, health, formal training, work experience 
and personal development. In this respect, the personnel ratings, career 
pattern and performance in conference sessions can provide valuable 
guidelines. 
3. Side-effects : 
Last but not the least, the side-effects must be watched. The 
resentment caused by passing over some individuals must be dissipated. 
Effective measures should be taken to balance input with future needs to 
avoid dissatisfaction, frustration and turnover in higher managerial 
positions.^^ 
METHODS AND TECHNIQUES OF EXECUTIVE DEVELOPMENT 
'Development is an educational process whereby a deliberate and 
conscious effort is made to enhance the general knowledge and broaden 
the perspective and vision of the executive. The things like 'vision', 
'perspective' and 'general knowledge' are not concrete in nature, they are 
general concepts. Therefore, the techniques which aim at developing 
'general', things will also be general in nature. This means that 
development programmes do not aim at making the person master of 
certain principles and behaviours. Instead they merely provide some 
guidelines according to which the person must develop himself. 
According to Trickett "the most frequently used methods and techniques 
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of executive development include - group discussion or conferences, 
lectures by company executives, slides and films, case studies, panels, 
outside reading and private study, lecture by outside speakers, role 
playing and workshop.^^ 
The developmental techniques include leadership skills, job 
experience, coaching, individual counselling, understudy positions, 
conferences and technical meetings at company expenses, job rotation, 
in company courses, external courses, special training positions, 
committee assignments, management courses in colleges and 
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universities, planned visits to other companies, 'multiple management' 
plans and training by outside consultants. 
Yoder observes that the multiplicity of these methods and 
techniques is because of their applications for different groups and jobs. 
These measures usually purport to develop thinking ability and reading 
speed and comprehensions.^^ To permit proper selection of effective 
system for development there are some important group and non-group 
methods and techniques of Executive Development which are as 
follows -
1. Job Rotation : 
The transferring of executives from one job to another job and 
from one department to another department on a coordinated and planned 
basis is a popular means of development among the modern business 
concerns. The major objective of job rotation is that of broadening the 
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background of the executives in the business. The trainee is rotated from 
job to job and hence acquires a general background. 
In modem organisations a high proportion of the entry jobs for 
junior executives require a considerable degree of specialised knowledge 
and skill. But a man can never acquire the broad perspective and 
diversified skill needed for promotion unless he is deliberately taken out 
of his speciality and placed in different types of situations. In order to 
develop the generalists for the upper management levels, the 
organisation must take action to provide a variety of job experiences for 
those having the potential for major executive ranks. Job or position 
rotation is the only answer in such a situation. ^^  
2. In-Company courses : 
Courses internally dealing with such things as various 
management functions and their inter-relationship with one another, 
company organisation, policies and techniques. Such training is more 
informative and economical because, there is less wasted time and effort 
in implementing training and in accomplishing the organisational training 
needs. In-company courses assist an executive to understand better a 
particular method, technique and policy, as followed within the 
organisation. Such courses are usually intended to impart information of 
various functions in the organisation.'^ 
3. On-the-Job Training : 
Technical proficiency alone is not sufficient qualification for 
executive success. There are no completely satisfactory tests for an 
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executive except performance on the job. For that reason, much of the 
training of an executive must be practical work but planned to give an 
all-round understanding of the business in contrast to the narrow, 
concentrated experience as a specialist. Courses and seminars can prove 
helpful in clarifying principles or encouraging insight, but because 
development needs must be met in terms of the individual and his work 
situation, the bulk of development must take place on the job. Thus, all 
development activities could be made more effective by improved day to 
day coaching on the job.^^ 
4. External courses ; 
These are usually more general in nature and do not relate 
directly to the activities of any particular company. The course provide 
broad background and views, new ideas and new slants on the methods 
and attitudes of executive. We therefore, use a number of external 
courses in order that we do not become too inward looking. These 
courses are, as nearly as possible, selected to satisfy individual's needs 
either as indicated on his annual performance appraisal or as judged by 
his next appointment. We also endeavour to select courses which deal 
with modern management techniques. It is particularly important when 
selecting such technique oriented courses for executives, because they 
are expected to understand and encourage the use of such modern 
techniques in the running of their department.^^ 
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5. Conference : 
'A conference is a group meeting conducted according to an 
organised plan in which the participants seek to develop knowledge and 
understanding by obtaining a considerable amount of oral participation. 
It is an effective training device for persons in the positions of both 
conference member and conference leader'. 'This methods permit 
trainees to think about problems, express themselves, understand team 
work, assess the opinion of others and develop leadership as well as 
judgement'. There are three kinds of conferences viz. 
i) guided or instrumental conference, which is used mostly for 
training purpose, 
ii) consultative conference, and 
iii) Problem-solving conference 
Thus, the conference method is very much useful for the 
development of conceptual knowledge and also for the creation and 
modification of attitudes. It is mostly used for case studies.-^^ 
6. Role-playing : 
Role playing techniques is used for human relations and 
leadership training. Its purpose is to give trainees an opportunity to learn 
human relations skills through practice. Thus, this technique makes 
trainees self-conscious and imaginative and analytical of their own 
behaviour and aware of the problems and perspectives of others with 
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whom they deal', for e.g. (i) An interviewer conducting an employment 
interview, (ii) A sales man presenting a sales talk on a product to 
purchasing agent, (iii) A finance officer conducting a budget meeting, 
(iv) An employee explaining his difficulty before the supervisor. 
Thus, role playing is not a mere drama of acting but is a useful 
method to project life between learning and working on the job and 
creating actual business situation in the classroom.^^ 
7. Syndicate System : 
'Development of executive's who are already in positions of 
responsibility and are marked out for assuming a place at the top or near 
the top in business has to provide for suitable opportunities for 
developing better insights on their part in respect of human resources. 
The syndicate system permits an analysis of a problem by a committee 
of trainees and involves presentation of reports for comments by other 
executives. The trainees are divided in several groups. The syndicate 
discusses the issues involved in the subject given to it and writes a paper. 
The chairman of each syndicate presents the paper which is criticised by 
others. The trainer provides only general guidance. The trainees learn 
from their participation. In a similar method called committee system or 
multiple management, executive level problems are discussed to 
familiarise junior executives with them. Like other group method, these 
systems improve the effectiveness of trainees as group members'. Thus, 
the purpose of the syndicate technique is to "expose a participant to a 
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milieu in which he is persuaded into reflecting upon his experiences as 
an executive, updating his knowledge, improving his executive skills and 
developing a greater insight into human behaviour".^'* 
8. Sensitivity Training : 
The aim of sensitivity training is to improve the trainees skills 
in dealing with people. In sensitivity training the executives spend about 
two week periods attending the lectures on topics such as leadership and 
communication. T-group which is sometimes called as sensitivity training 
development group has a two-fold functions -
1. To help its members learn how groups actually work. 
2. To give each member of the group a chance to discover how 
other people interpret and are affected by his own behaviour. 
Under this method, the learning take place not on an intellectual 
level, but on a Teeling' level, since the individual is actually experiencing 
events rather than talking about them. When sensitivity training is 
combined with lectures, discussion, group exercises, personnel skill 
training, reading and feedback sessions, it is designated as 'laboratory 
training'. Therefore, the main objective of this method is to provide 
managers with increased awareness of their own behaviour and of how 
others perceive them, greater sensitivity to the behaviour of others and 
increased understanding of group processed. Specifically, this technique 
is likely to increase managerial sensitivity and trust and enhance respect 
for the contributions of others.^^ 
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9.Case Study : 
Case method is a means of simulating experience in the 
classroom. Under this method the trainees may be given a problem to 
discuss which is more or less related to the principles already taught. 
This method gives the trainee an opportunity to apply his knowledge to 
the solution of realistic problems. Case studies are widely used in 
teaching law, personnel management, human relations, labour relation, 
marketing, production management, financial management and business 
policy. The advantages of this method are - i) It provides for learning by 
doing, ii) It develops analytical thinking, iii) It helps in applying 
knowledge to the situation and, in decision making, (iv) It broadens the 
student's horizon of knowledge, and (v) It is the best means for 
integrating knowledge secured from a number of discipline fields. Great 
care should be taken in the preparation of the case study material and in 
case writing.^^ 
10. Structured Insight : 
Structured insight purports to accomplish personal insight of 
sensitivity training without involving much costs. This method involves 
systematic collection of data on the trainees attitudes and assumptions 
regarding the motives, abilities and attitudes of others, especially 
subordinates. The assessment is made on a 'managerial grid'.^^ 
11. University Courses : 
University courses provide the benefit of special teaching and 
training skills of faculty members and present a broad view of economic 
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and political considerations. However, these courses alone are 
inadequate. They cannot provide the problems, pressures and interplay of 
personalities obtained in actual business situations. After all, no single 
programme is likely to be effective for all the companies.^^ 
12. Business Games : 
A widely used method is business games. This method involves 
the problems of running an enterprise or a department and has been used 
in several areas including investment strategy, collective bargaining and 
morale. It stimulates interest, involvement and competition among 
trainees. An atmosphere is created in which the participant plays a 
dynamic role, and enrich their skills through involvement and stimulated 
experience. Business games are designed to teach trainees how to take 
management decision in an integrated manner and in a comparatively 
short time, participants learn by analysing problems and by making 
decisions by a trial and error process. Thus, Business games provide the 
instructors opportunity to study the pattern of communication, 
emergence of leaders, solution of disputes, etc. These games must be 
used with lectures, reading assignments and conference discussion.^^ 
13. Multiple Management : 
Multiple management is the name given to the system whereby 
permanent advisory committees of executives study problems of the 
organisation and make recommendations to higher management. The final 
decisions rest with the higher management. Thus committees are the 
92 
device for executives development. Another device is the establishment 
of a junior board of directors in a company for the training of the 
executives. The junior board is given power to discuss any problem 
which the senior board (constituted by the shareholders) could discuss. 
The greatest value of this additional board is the training of junior 
executives. Memberships on the junior board becomes a pre-requisite to 
the membership of the senior board. 
The junior board discusses a wide variety of subjects which a 
senior board can discuss. All recommendations that are forwarded to the 
senior board must be unanimous. This will prevent the lower boards from 
dumping their problems upon the senior board. The senior board is under 
no compulsion to accept the recommendations of the junior board. The 
junior board and various committees serve in an advisory capacity only. 
Though the major objective is training and development of junior 
executives, the company is benefited by their productive ideas.-^^ 
In addition to the above group methods, there are several 
non-group methods involving an assessment of each individual's 
strengths and weaknesses. These methods includes 
14. Counselling : 
It helps the trainees to observe their weaknesses and involves 
measures to overcome them. It is related to periodic appraisal or ratings. 
It involves discussion between an employer and his superior on matters 
concerning the employees, personal hopes, fears, emotions, and 
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aspirations. It is an effective way to get a new subordinate oriented in 
his job. It involves continuous analysis of the subordinates performance 
by the superior. This enables the candidate to understand clearly how the 
superior operates in matters of inter-departmental relationships and 
personalities. Such counselling is usually non-directive. Some times, 
attempts are made to develop managers through guided experience. The 
guidance is based on counselling. 
15. Under Studies System : 
Under this system a certain person is specifically designed as 
the heir apparent and his future depends upon that happens to his 
superior. Thus an understudy is a person who is in training to assume the 
full duties and responsibilities of the position currently held by his 
superior, when the latter leaves his post due to promotion, retirement or 
transfer. 
A department manager may pick one individual from his unit to 
become his understudy. He will then guide him to learn his job and 
grapple with the problems that confront the manager daily. An understudy 
can be developed to take over one day the superior's job in a number of 
ways. When the superior is handling his daily operating problems, he 
may discuss these with his understudy to get his ideas and give him 
experience of decision-making, he may also assign the understudy to 
investigate and make written recommendations upon long-term problems. 
The understudy may even be asked to directly supervise a number of 
94 
people at work. This will give him an opportunity to try out his 
leadership skills.-^^ 
16. Special Project Arrangement : 
These are likely to be highly effective training systems. In these 
systems, for e.g. a trainee may be requested to develop a particular 
process of paper-coating. Sometimes, a task force is built representing 
varied functions in the company. The special projects enables the 
trainees to achieve knowledge of the subject assigned as well as to learn 
how to deal with others having varied view points. Thus special project, 
such as marketing of a new product, provision of technical service 
branch expansion, solving industrial relations issues, computer 
introduction etc. may be given to an individual executives who will work 
on the project, collect data, make the analysis and investigation and offer 
this recommendations. This helps considerable in the growth of a 
manager. 
Therefore, the above training and development method purport 
to develop specific qualities of executives. As Flippo has suggested - In 
basket methods, business games and case studies purport to develop 
decision making skills while role playing, sensitivity training and 
structured insight are likely to develop interpersonal skills of the 
executive. Further, on the job experience, coaching, and understudy 
provide job knowledge, whereas position rotation and multiple 
management enhance organisational knowledge. Again, special courses, 
95 
meetings and outside readings develop general knowledge, while special 
projects, counselling etc. meet the specific needs of the executives.-^^ 
COMPONENTS OF EXECUTIVE DEVELOPMENT 
1. Training and Development : 
Training today has become an integral part of any company's 
operations. The need of the hour has rightly forced all enterprises to 
make this happen so that an adequate supply of personnel becomes 
available for survival, progress and growth. In some sectors of industry 
there is even a shortage of manpower as well. Not even unskilled 
workers with the potential of becoming productive employees are 
available. It means organisations must develop its major resources i.e. 
its own people because it is essential to develop skills and also update 
the knowledge. This can be achieved by imparting appropriate training to 
raise the skill levels and increase the versatility and adaptability of 
employees. 
The term 'Training' and 'Development' are sometimes used inter 
changeably. Traditionally development was seen as an activity normally 
associated with executive with the future firmly in mind. Development is 
based in the fact that an employee will need an evolving set of tools, 
including knowledge skills and abilities to perform well in the 
succession of positions during his career whereby training is the process 
which tries to increase the knowledge and skill of the employee, there 
by making him better equipped to perform his job or take up greater 
amount of responsibilities. 
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Training is also necessary for executive and managers who 
perform the leadership function in their enterprise, they have to work in 
an environment which is ever changing and dynamic, economic theories, 
social customs and traditions, presumptions about the role of state and 
even about the nature of man are changing fast. They are responsible for 
results under a given parameter of organisational structure and 
policies.^^ 
Therefore, the main objective of training and development is to 
prepare the management trainees for handling the job or responsibility 
of the first line executive independently. It also develops the positive 
attitude, commitment to work, analytical skills, ability to face the 
challenges of the job and belongingness to the company. It also provide 
the tentative idea about the operation and working of the various units of 
the integrated plants.^"* 
a. Executive training programmes : 
Formal training activities for officers can be broadly divided 
into three categories viz. 
Formal training activities 
Functional Supervisoiy Management 
training training training 
As learning is a continuous process it is essential that the 
executive should continuously update their functional knowledge and 
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skills in their respective disciplines. Further, the executives should also 
be familiar with the modern management concepts relevant to the needs 
of the organisation. The management training programmes may be 
designed both for the new trainees and also for promotees from with in. 
b. Training programme for Fresher : 
Management training programme may be designed for the 
selected executives depending on their educational background and 
qualifications. The training programme should be oriented towards giving 
these trainees more 'On-the-job training' so that they are exposed to the 
actual business conditions existing in the company. The following are the 
important methods of training on specific job - 1) Training within 
Industry, 2) learning by experience, 3) On-the-job coaching, 4) 
Understudy, 5) Special project assignments. 6) Job rotation training. 7) 
Apprenticeship training, 8) Multiple management emphasises the use of 
committees to increase the flow of ideas from less experienced 
executives and to train them for position of greater responsibility. 
There are a number of additional training devices available for 
the training of junior executives, e.g., committees, junior boards, 
conferences, courses, trade association programmes and many other 
arrangements of this type. 
During the period of training, a regular appraisal of each of 
these trainees should be made both to determine their performance on 
the given job and also their future managerial potential. Besides, the 
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purpose of the appraisal will be to find out if the individual has an 
aptitude for the function in which he is being trained. At times it may be 
necessary to change the function for a trainee who may, for e.g. have 
attitude for sales but does not fit into the engineering group. The 
appraisal should be rigorous and highly objective. It may be desirable to 
conduct some general interviews with these trainees by senior executives 
to determine their progress. Generally, the training manager should be 
responsible for entire scheme of management training. If the trainee is 
found unsuitable after two or three appraisals, he should not be 
considered for confirmation and at the earliest stage, required to look 
for another position elsewhere. 
c. Training for Promotees from Within : 
In order to locate and identify individuals who could promoted 
from within, a well planned system of 'Potential Appraisal' is required. A 
careful potential appraisal should be made of all the employees, 
following which individuals with managerial potential be chosen for 
training and development as junior executives. The management should 
appraise the supervisory and clerical staff with in a view to identify 
individual with potential. At the same time the management training 
scheme should be opened to all individuals from within, who meet the 
basic requirements, and if they are able to compete in the test and 
interviews and come out successful, they should be taken up for the 
management training scheme. 
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The training-programme for employees who have been promoted 
from within should be designed around giving the background and 
training in managerial skill and related management subjects. It would be 
a good idea also to give these trainees general orientation in the overall 
company operations because most of these individuals would have 
worked only in one plant or location with a limited exposure to only that 
particular unit. It is also good to bring together the new management 
trainees and the promotees from within courses, seminars, etc.-^^ 
Thus, training and development department cannot function in 
isolation. It is an active participant in all the developmental activities 
and the important change agent. Training is not merely a matter of 
imparting jwels of knowledge from an ivory tower. It has to be down to 
earth in terms of its utility, for it to find a permanent place in any 
organisation. Therefore, it is an important component of executive 
development. 
2. Performance Appraisal : 
Performance Appraisal is one of the most versatile instruments 
for the practitioners of modern management. Appraisal is the evaluation 
of worth, quality or merit. It should appraise both performance in 
accomplishing goals and performance as a manager. In yester years, 
appraisal programmes tended to emphasize employee's traits, 
deficiencies and attributes, but modern philosophies present 
performance and future goals. It lays stress on goodness, capability and 
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responsibility of human beings. Managerial appraisal is the process of 
judging the effectiveness of executives. 
According to Fred Luthans, "Today, performance appraisals are 
used not only for wage increases, transfer, promotions and layoffs, but 
also as a means of communication, motivation and development of all 
employees in the organisation".^^ 
According to Mahler & Frazier "the primary goal of a 
performance appraisal system is to generate accurate and valid 
information regarding the behaviour and performance of members of the 
organisation. The more accurate and valid the information generated by 
the system, the greater is its potential value of the organisation". 
Therefore, performance appraisal assists executives in making 
decisions about differential treatment to be accorded to individual 
employees in salary, administration, promotion, transfer, performance 
planning, training, counselling, discipline and other matters to enhance 
the attainment of organisational goals. 
As the use of individualised plans for the development of 
particular men is, in fact, the most important characteristic of executive 
development. Managerial appraisal serves as a basis for improving the 
quality of the performance of the executives in his present work by 
defining specifically the individual strengths and weaknesses. The main 
object of this is -
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1) To provide information of great assistance in making and enforcing 
decisions about such subjects as lay-off, pay increase and transfers. 
2) It serves to guide-employee-development. 
3) It puts a psychological pressure on people to improve performance 
on the job. 
4) It serves to mention fair relationship in groups. 
5) Appraisal results may be used to counsel with each employee about 
his future development. They are provided a basis for tailoring 
sound development programme to suit the need of the organisation 
with the development of the individual and his improved 
performance on the job.^^ 
The performance of the employees at work are quite often 
judged, both formally or informally. An informal system superiors 
regularly make judgements about their subordinates performance on a 
subjective basis. By contrast, superior could resort to using formalised 
appraisal techniques when assessing the performance of subordinates and 
these judgements are considered to be more objective. In formalised 
systems the term performance appraisal and performance management 
are used. These refers to a process where by managers and their 
subordinates share understanding about what to be accomplished and the 
manager will naturally be considered how best to bring about those 
accomplishment by adopt management and development of people in the 
short and long term. In this way the subordinates receive feedback on his 
or her progress. 
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The distinguishing feature of performance management is its 
integrating strength in aligning various processes with corporate 
objective. The following are some of the important method operative in 
the present era of performance appraisal. 
(1) Ranking Method : According to this method, one man is compared 
with all other man and then he is placed in a simple rank order. In doing 
this, the appraiser consider the man and his performance as an entity. 
This method is suitable for small groups but in large group 'Pair 
comparison' method may be allowed, where in each man is compared 
with eveiy other man, one at the time.-^^ 
(2) Man to man comparison : Under this method, certain personality 
factors such as leadership, initiative, dependability and so on, are 
selected for the purpose of analysis. Instead of comparing a man to 
another, personnel are compared to key men, one factor at a time. 
(3) Grading method : Here certain categories of worth are established 
in advance and are carefully defined e.g. outstanding, satisfactory and 
unsatisfactory. Employees performance is then compared with these 
trade definitions and the person is allocated to the grade which best 
describes his performance.-'^ 
(4) Appraisal by Result : It is common feeling of all modern managers 
that performance is in itself the most reliable indicator of potential and 
quality. This feeling has led to the development of appraisal by results. 
The essential feature of this appraisal is the manager's observation of the 
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subordinate's performance measured against specific pre-determined 
goals with the subordinate's actions, attitudes and general job behaviour 
examined in this context. 
(5) Self Appraisal : The major appraisal techniques which are frequently 
used by superiors in evaluating the performance of subordinates, 
consider for a moment the practice of self-appraisal in the context of 
executive development. In self-appraisal, an appraisee 
a) Appraises his achievements against a pre-set targets. 
b) His managerial/executive qualities in order to perform assigned key 
results or performance areas. 
c) Indicates facilitating and inhibiting factors i.e. personal, 
organisational, environmental. 
d) Suggests ways in minimizing inhibiting factors and own weaknesses, 
through planned development of organisation and individual. 
e) Make annual performance review and planning and future action in 
joint session with head of the unit."*^ 
6. Development Appraisal : 
In this type of appraisal the interview features prominently, with 
the emphasis on the future development of the appraisee. The provision 
of open and constructive feedback is used to create the right 
motivational disposition. In practice the appraisee could gain sight of the 
appraisal forms and say what they thinks of the performance of the 
person canying out the appraisal."*^ 
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Undoubtedly various performance appraisal methods like ranking 
method, man-to-man comparison, grading method, appraisal by result, 
self-appraisal and developmental appraisal are operative in the system of 
performance appraisal. However, the widely used and popular methods 
are self-appraisal and developmental appraisal. In majority of the hotel 
industry cases self-appraisal and developmental appraisal are commonly 
functional. In order to achieve maximum positive result the main purpose 
of these methods is to identify the developmental needs of the 
executive. 
3. Reward Management : 
The purpose of managing the system of rewards within the 
organisation is to attract and retain the human resources the organisation 
needs to achieve its objectives. To retain the services of executive and 
maintain a high level of performance, it is necessary to increase their 
motivation and commitment. In fact the organisation is aiming to bring 
about an alignment of organisational and individual objectives when the 
spotlight is on reward management."*^ 
Appropriate rewards not only recognize and motivate employees, 
they also communicate the organisation's value to the employees. In 
HRD system, innovations and use of capabilities are rewarded in order 
to encourage the acquisition and application of positive attitude and 
skills, typical rewards include certificate appreciation, news letter 
announcement, increase in salary, bonuses, special privileges and desired 
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training. Promotion generally are not considered as rewards because 
promotion decisions are based on appraisal of potential whereas most 
rewards are based on performance. Rewards may be given to teams, 
departments and other units with in the organisation as well as to the 
employees individually. 
Therefore, the executives desire rewards that are distributed in 
what seem to be an equitable manner. This means fairness among the 
organisation's executives and fairness relative to what people get for 
doing a similar job in an another organisation. There are some popular 
criteria or methods by which rewards are distributed to their executives 
or employees. These are as follows : 
Reward Management 
Time rates Visibility Flexibility Performance Skill 
related pay based pay 
1. Time rates : When reward system is related to the number of hours 
worked it is referred to as a payment system based on time rates. Time 
rates can be classified as a hourly rate, a weekly wage, or a monthly 
salary. Traditionally, factory workers received a weekly wage and it is 
common for office workers to receive a monthly salary. As part time 
employee receive an hourly rate. In job evaluation job grades has a 
particular level of pay associated with it. Within a grade it is common to 
have an incremental scale in which employees move along on the basis 
of one point each year until the maximum of the scale is reached. This 
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system rewards experience rather than performance. The advantages of 
this method are as under : 
1) The system encourages the retention of human resources by creating 
stability, knowing that there are gradual increases in rewards within 
given grades. The rationale is that employees retention and the 
stability of the labour force offer staff the chance to enhance their 
skill and efficiency over time with cost advantages. 
2) The system is relatively easy to administer and allows labour costs 
to be predicted. 
3) The system does not emphasize quantity of output to the detriment 
of quality.'^-' 
2) Visibility : A reward that is not visible to the executive may fail to 
get the desired motivating effect from the employee. On the other hand, 
a truly visible reward gets the attention not only of individual employees 
but also of their peers. This quality means visible rewards can contribute 
to satisfying an employee's esteem and recognised needs. In what ways 
can managers increase the visibility of rewards. The possibilities include 
well publicised bonuses, allocating annual salary increase in lumsum 
rather than spreading them out over the entire year, and eliminating the 
secrecy surrounding pay by openly communicating everyone's 
compensation. 
3) Flexibility : An effective reward would be flexible in terms of the 
amount given and whether it is given to everyone in the organisation. For 
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instance, the annual performance bonus, offers high flexibility. It can be 
adjusted upward or downward or eliminated, each year depending on 
some measure of performance. Therefore, it can be given selectively to 
those employees who have done a superior job. Another attribute of a 
flexible reward is that it be given frequently without losing importance. 
Giving reward frequently is often helpful for sustaining extrinsic 
motivation, while some reward diminish in importance when used 
overtime.'*'* 
4. Performance related pay : The principle of paying on the basis of 
performance seems to be quite logical and fairly operative in all systems 
of production or industries. Individuals performance is measured against 
previously set objectives or compared with the various task listed in the 
job description, using performance appraisal techniques; this assessment 
is normally conducted by the manager with or without professional 
assistance. 
Performance base reward are exemplified by the use of 
commission, piece work pay plans, incentive systems, group bonuses or 
a bonus as a percentage of basic salary, with quality of performance 
determining the magnitude of the percentage increase or alternatively 
accelerated movement up a pay scale. In connection with the last, 
accelerate performance might for e.g. justify a movement upwards of 
two points on the scale, whilts poor performance could result in staying 
at a current levels. Some incremental pay scales have a bar at a 
particular point beyond which there is entitlement of discretionary point. 
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To go beyond the bar and benefit from discretionary point it would be 
necessary for the individual to receive a favourable performance 
evaluation. Manager reserves right to award discretionary points. Certain 
conditions are said to be necessary for a performance related pay 
scheme. 
1) In order to make the measurement of performance as a meaningful 
activity, it is essential that there should be sufficient differences 
between individuals on the basis of performance. 
2) The pay range must be of sufficient width to accommodate 
significant differences in the basic pay structure of the employees. 
3) The measurement of performance must be a valid and reliable 
exercise, and it must be possible to relate the outcome of the 
measurement process to pay. 
4) Appraisers are skilful in setting performance standards and in 
conducting appraisals. 
5) Mutual trust exists between managers and their subordinates, 
managers are prepared to manage with an eagerness to 
communicate performance criteria and face making difficult 
decisions.'^-' 
5. Skill-based pay : 
Reward based on the skills of the employees is another 
important system. When individuals enter in an organisation, their skill 
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level is usually a major determinant of the compensation they will 
receive. In this case, the market place or competition has acted to make 
skills a major element in the reward package. In other words, the 
relationship of demand and supply for particular skills in the community 
can significantly influence the rewards the organisation must expend to 
acquire particular skills.'*^ 
From the above submission it can thus be inferred that besides 
so many systems operative for reward management the most commonly 
prevalent mode in practice is performance related pay. The system has 
gained popularity on account of its satisfying and logical principles. 
4. Career Advancement : 
Eveiy employee aspires for the advancement for his career, and 
for better opportunities to use his talents. In fact, for the most managers 
or executives, career advancement is the most motivating factor from 
the organisation point of view, it is necessary to develop in executives 
some expectation of opportunities for the future in order to keep their 
motivation high. Career planning does not mean predicting or envisaging, 
which higher job will be available for each person. It essentially means 
helping the employee plan his career in terms of his capabilities with in 
the context of organisational needs. Career planning need not imply any 
specific commitment on the part of the management to promote an 
employee. It only implies that the individual, after becoming aware of 
some of his capabilities and career and development opportunities. 
no 
chooses to develop himself in a direction that improves his chances of 
being able to handle new responsibilities. 
It is also the responsibility of the boss or the reporting officer 
of an employee to help him to identify the career opportunities, make 
choices, and develops his career. Identification of such opportunities 
become easier once the future manpower needs, rate of mobility, etc. 
are laid own. The reporting officers at two or three levels above the 
employee are in a better position because of their experience and 
insights, to counsel the employees on his development. 
While career development means the development in general, 
technical planning implies planning with the help of the reporting officer, 
of specific career paths of the employee in the forseable future. 
Therefore, in the case of an executive, career planning provides an 
answer to this question as to where he will be in the organisation after 
five years or ten years or what the prospects of advancing or growing are 
in the organisation or building the scope of his career there. This gives 
him imputus to avail the training and development facilities provided by 
the management, and develop himself in a direction that would improve 
his ability to handle new responsibilities as planned by the organisation. 
Therefore, career planning is not an event or an end in itself, but a 
process of development of human resources. In short, it is an essential 
aspect of managing people to obtain optimal results."*^ 
I l l 
EXECUTIVE DEVELOPMENT IN INDIAN INDUSTRIES 
The executive development in Indian enterprises has become one 
of the most challenging tasks because the success of an organisation 
depends to a great extent on the quality of leadership provided by the 
executive. There is a increasing realisation of complexity of management 
job. This, coupled with the increasing recognition of the peculiar skills 
demanded of a manager has contributed to a belief that management is an 
emerging profession because it is a established fact that it is a complex 
job, calling for certain skills, knowledge and attitude which can be 
learned only by systematic training and development. Therefore, it is 
necessary for the organisation to continuously look for talented 
employees and develop them by giving the best training and education so 
that they may lead and motivate the people for the realisation of 
organisational objectives. It is now almost recognised by every 
organisations that talented employees can not be recruited and selected 
from outside but have to take measures to develop them within 
organisation to have adequacy inventoiy of management skills for use in 
the future. As organisations uses different structures, systems and 
processes to help its employees to acquire or strengthen their 
capabilities and can be viewed under HRD technology. Executive 
Development techniques are being used as HRD mechanism by Indian 
organisations. Executive development programmes can enable the 
organisation to have a workforce which can make more contribution and 
can adopt to changing situation. The business determines what kind of 
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manager requires to accomplish its strategic goal as well as how to 
obtain and develop such manager. The executive development process 
ensures that the enterprise has effective managers, it need to accomplish 
present and future requirement. It seeks to improve performance of 
existing manager providing them relevant opportunities to grow and 
develop. Executive development programmes are practised in some 
Indian enterprises but the progress has been far from satisfactory. 
Surveys have been conducted to ascertain whether Indian organisations 
have been successful in developing the managerial skills through their 
training schemes. 
From the literature available it is clear that after world war II, 
heavy industrialisation was followed and management development has 
got a pivotal role in Human Resource Management. The rapid growth of 
industry has multidimensional impact on Indian industrial scene. The 
industry has started experiencing changes in societal, governmental, 
organisational and attitudinal areas. The continuing need for developing 
high quality manpower and the fear of managerial obsolescence, have 
necessitated executive development. The main purpose for executive 
development with in the organisation is to improve managers attitude, 
knowledge and skills in order to ensure or protect the survival of the 
organisation, growth, planned financial returns and the ability to adopt 
changing circumstances. Various aspects observed by different surveys 
and studies of HRD practices in India are enumerated below.''^ 
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Existence : It is observed that there is an increasing trend among Indian 
enteiprises to recruit management trainees with a view to building them 
into high calibre, motivated and dedicated managers. It has also been 
noted that about 70% of the organisations are having some sort of 
executive development programme. 
Methods : Organisations used different combinations for executive 
development methods according to their culture. The review of executive 
development methods used in Indian organisations revealed that a poor 
mix of methods were being used. Organisations have to find ways of 
increasing the variety so as to derive maximum benefits from their HRD 
efforts. 
Training : 
1. As far as training is concerned, the need for management trainee 
schemes for inducting fresh graduates into the enterprise was 
recognised. Some organisations initiated these schemes nearly two 
decades ago, while majority of them introduced these schemes 
during the last decade. 
2. Pre-employment training was considered essential in most of the 
organisations. It purported to provide trainees with theoretical 
background of management principles and techniques, opportunity 
to adjust with the organisational culture and acquaint them with the 
management policies. Even small organisations which recruited very 
few trainees and imparted very little formal training, provided some 
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kind of induction training to enable them to know its organisational 
culture and its product. 
3. A trainee scheme was considered to be successful both by trainees 
and the management in which after a brief period of induction the 
trainees were given a specific responsibility. Most of the 
organisations provided some job responsibilities to them. After 
completion of one year on-the-job, a separate training programme 
was organised for them depending upon their specific needs. Thus, 
job-related training for a short period provided more satisfactory 
results than any theoretical training for a longer period. 
4. In organisations who are having initial two years training period 
created a dismal feeling among their employees and they over 
shadowed the long-term effect of the plan. Explicitly, 
notwithstanding relatively high salaries and perquisites, the trainees 
were not satisfied and their turnover rate was as high as 50 
percent."*^ 
Training techniques : 
The various forms of training techniques which organisations 
employ to impart training in management development programme are 
class-room instruction where specialists from within or outside are 
invited, case studies, role-playing, business games, films/video's etc. 
which makes the programme more interesting and practical. 
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Further, it is observed that conference method was widely used 
followed by lecture, case studies and films. It also revealed that inspite 
of the fact that executive development has been practicised for nearly 
four decades in organisations, has not evolved considerably, partly due 
to the training institution/professional trainer who run the show. 
Career planning : 
The status of career planning varied from organisation to 
organisation. A very few organisation possessed a trainee scheme with a 
full-fledged career plan. These organisations prepared a life-span chart 
for each trainee showing their promotion, salary allowance and position 
which they might be holding in their full career span. 
Objectives 
The fundamental purpose of executive development is to induce 
behavioural changes among managerial personnel by improving their 
mental abilities and basic qualification by encouraging the development 
of various skills and the acquisition of knowledge and insight, their by 
improving their managerial competence. In Indian organisations, 
individual development and growth and the improvement of skills/ 
knowledge, were more frequently viewed as the objective of sending 
executive's for training followed by the need to meet organisational 
requirement and expose the executives to current knowledge. Very few 
organisations viewed it in terms of bringing about attitudinal change. 
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Evaluation 
Executives sent to various programmes need to be evaluated so 
as to identify the effectiveness of the programme. But almost all on 
going training programmes were not systematically evaluated. The 
potential of training was also not fully exploited, as it completely 
neglected the need for a post-training follow-up.^^ 
EVALUATION OF EXECUTIVE TRAINING AND DEVELOPMENT 
PROGRAMMES IN PUBLIC ENTERPRISES 
The management of public enterprises has become one of the 
most challenging tasks facing the administration of the developing 
countries. In spite of its phenomenal growth and achievements, the 
public enterprises have come in for sharp criticisms, they have been 
under the constant gimlet eye of the press and the private industry. It has 
been pointed out that public enterprise managers were required not only 
to master the operation of industry, but also to manage the close 
interface between the public enterprises and the Government. 
Executive training and development programmes in public sector 
represent significant educational measures to improve managerial 
effectiveness through a planned and deliberate learning process. The 
purpose of these programmes is to prepare the executives at lower, 
middle and top levels to sharpen knowledge, attitudes, skills and abilities 
to enable them to take up higher roles and responsibilities. However, 
inspite of the unprecedented developments and growing importance of 
executive development the progress in public sector organisations has 
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been far from satisfactory. The large majority have neglected this crucial 
area of development. Lack of seriousness on the part of managers, lack 
of separate HRD staff, personnel policies, and poor finances tend to 
slow down executive development programme in many organisations. 
There is no comprehensive programme of executive development in most 
of the public enterprises. 
Surveys has been conducted regarding training and other needs of the 
executives.-^' It is observed from these studies that public enterprises 
are mainly giving attention to training. Other important aspects of 
executive development are not covered. Main observations are concluded 
below -
1. Although several training institutions were used to train managerial 
personnel, most of them did not evaluate the relative effectiveness 
of these programmes. 
2. Notwithstanding the formulation of training objectives in terms of 
managerial levels, there was less focus on the needs of individuals 
than on the needs of the organisation in determining the training 
objectives. 
3. Although the curriculum of training was designed in terms of 
appropriate levels of executives, there was not much stress on 
scientific approaches and techniques involved in managing 
organisations. It also seems, that curriculum development was not 
extensively linked up with the objectives of training. 
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4. On-the-job training embracing the techniques of developing 
individuals on the same job through job rotation and special 
assignments, had several operational barriers because of inadequate 
planning and implementation. 
5. Despite the application of several pedagogical techniques of 
training, audiovisual aids were not widely used as a part of training 
methods. Education/training technology was not extensively used. 
6. "Outcome evaluation" which helps in measuring the change-
producing impact of training was not given serious attention by 
them. Reaction evaluation which is conducted with the aid of end-
of-the course review forms/questionnaires and trainers' reports at 
the end of the programme emerged to be the widely used evaluation 
method. 
It is clear from the above observation that no in detail 
programme regarding executive development is available in any public 
enterprise. Most of the trainees were not satisfied with their existing 
training programmes, as they were perceived to be merely, to some 
extent, relevant to them, inadequate attention was given to innovative 
training methods and improving the satisfaction of trainees. It also seems 
that in most of the organisations, there was shortage of qualified trained 
trainers with specialised skills in training/educational technology. 
Apart from the above the public enterprises are now facing the 
challenges of modern environment. The biggest challenge is to retain 
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middle executives for tomorrow's flatter hierarchies. The fate of middle 
executives has become quite uncertain as the result of recent efforts of 
the enterprises to burn the fat off their middle. In several cases, there 
are efforts to shed the entire levels to adopt flatter hierarchies. The top 
management expects that the new age middle executives should be 
equipped with multiple skills, teamsmanship, customer orientation, 
entrepreneurship, leadership skills, trainership qualities, and 
technological competence. The role of middle executives has become 
more strategic in nature. They are expected to make available operational 
information for strategic decision-making by the top management team. 
Indeed, they are also in the best position to generate strategic thinking. 
Further, retraining of middle executives is also required for another 
reason. The act of putting them into career development programme 
relieves them from the trauma of a retrenching world as well as enables 
them to regain their motivation and self-confidence. 
It is thus clear from the above discussion that executive 
development would be the most important aspect of human resource 
development. Managerial effectiveness could be attained only when they 
are having comprehensive executive development programme. 
120 
References 
1. Ahuja, K.K., Personnel Management, Kalyani Publishers, New 
Delhi, p. 137. 
2. Saxena, S.C., Business Administration and Management, Sahitya 
Bhawan Publication, Agra. 
3. Rudrabasvraj, M.N., Executive development in India, Himalaya 
Publishing House, New Delhi, p. 140. 
4. Rohmetra, Neelu, Organisation effectiveness through HRD -
Cultural Dynamics, 8M (JIMS), Jan.-March 98. 
5. Sikula, A.F., Personnel Administration and HRM 1976, p. 274. 
6. Chopra, Rakesh, Human Resource Management, Himalaya 
Publishing House, p. 217. 
7. 'Management Development Concept', Institute of Indira Gandhi 
National Open University, New Delhi. 
8. Yoder D, heneman, H.G., Turnbull, J.G., Stone, C.H., op.cit., p. 
10.5. 
9. Sherlekar, Modern Business, Himalaya Publishing House, p. 54. 
10. Dwivedi, R.S., Managing human resources. Personnel 
Management in Indian enterprises, Galgotia Publishing Company, 
p. 195. 
11. Sherlekar, Modern Business, Himalaya Publishing House. 
12. Sherlekar and S.C. Saxena, Business Adminsitration and 
Management, Himalaya Publishing House. 
13. Rudrabasvraj, M.N., Executive development in India, Himalaya 
Publishing House, p. 102. 
121 
14. Desatnick, Roberth, A concise guide to management 
development. 
15. Dwivedi, R.S., Managing human resources, Personnel 
Management in Indian enterprises, Galgotia Publishing Company, 
pp. 196-198. 
16. Chopra, Rakesh, 'Human Resource Management', Himalaya 
Publishing House, p. 217. 
17. Yoder, D., heneman, H.G., Turnbull, J.G., Stone, C.H. 
18. Ahuja, K.K., Personnel Management, Kalyani Publishers, New 
Delhi, p. 143. 
19. Rudrabasvraj, M.N., Executive development in India, Himalaya 
Publishing House, pp. 141-142. 
20. Ibid. 
21. Ibid. 
22. Ahuja, K.K., Personnel Management, Kalyani Publishers, N.D., 
p. 147. 
23. Ibid., p. 149. 
24. 'Training Programme', Institute of Indira Gandhi National Open 
University, New Delhi. 
25. Saxena, S.C, Business Administration and Management, Sahitya 
Bhawan Publication, Agra. 
26. Ibid. 
27. Dwivedi, R.S., Managing Human Resource, Galgotia Publishing 
Company, New Delhi, p. 199. 
122 
28. Ibid. 
29. Kibee, J.N., Management games Reinhold Publishing 
Corporation, New York, 1961. 
30. Ahuja, K.K., 'Personnel Management' - Kalyani Publisher, New 
Delhi, p. 150. 
31. Ibid. 
32. Flipp, E.B., Principles of Personnel Management, International 
Book Company, New York, p. 228. 
33. Toffer, Alvin, The third ware, McMillan India Ltd. New Delhi, 
1981, p. 281. 
34. Bansal, M.P., HRD in Public enterprise, RBSA Publisher. 
35. Rudrabasvraj, M.N., Executive development in India, Himalaya 
Publishing House, p. 144-146. 
36. Luthans, Fred 'Organisational behaviour' (Auckland) McGraw Hill 
International Book CI. (1981), p. 596. 
37. McKenna, Eugene and Beech, Nic, The Essence of Human 
Resource Management, Prentice Hall of India, New Delhi. 
38. Goel, S.L., Personnel Administration and Management, Sterling 
Publishers Pvt. Ltd., p. 250. 
39. Saxena, S.C, Business Adminsitration, Sahitya Bhawan 
Publication, Agra. 
40. Pareek, Udai, Rao, T.V., Designing and Managing Human 
Resource Systems, Oxford & IBH Publishing Co. Pvt. Ltd. 
123 
41. Williams, S. (1991). 'Strategy and objectives' in Neale, F. (ed.), 
The Handbook of Performance Management, London, Institute of 
Personnel Management, 
42. McKenna, Eugene and Beech, Nic, The Essence of Human 
Resource Management, Prentice Hall of India, New Delhi, p. 
128. 
43. Ibid., pp. 134-135. 
44. Decanzo, David, Stephen, Perosnnel/Human Resource 
Management. 
45. Applebaum, S. and Shappiro, B. (1991), "Pay for performance -
implementation of individual and group plans'. Journal of 
Management Development, 10, 30-40. 
46. Decanzo, David, Stephen, Personnel/Human Resoruce 
Management. 
47. Pareek, Udai, and Rao, T.V., Designing and Managing HR 
Systems, Oxford and IBH Publishing Co. Pvt. Ltd., p. 196. 
48. Sai, prasanna, 'Executive Development in India', Journal of 
Indian Management, Nov. 1997. 
49. Virmani, B.R., Management Trainee Schemes, Sultan Chand & 
Sons, New Delhi, 1978. 
50. Belasco James and Harrison trice - The Assessment of change 
in Training and therapy, McGraw Hill, New York, 1969. 
51. Ravishankar, S., Evaluation of management training programmes 
in public enterprises with special reference to the use of 
educational technology. Institute of Public Enterprise Journal, 
Oct.-Dec. 1982, pp. 08-68. 
CHAPTER - THREE 
ORGANISATIONAL STRUCTURE OF 
INDIAN TOURISM DEVELOPMENT 
CORPORATION AND ASHOK 
HOTEL 
Introduction 
Organisational Setup 
Initiative Government support 
Organisational chart of ITDC 
ITDC Network 
ITDC : A Pioneer in Conference Tourism 
Architectural Splendour of Ashok Groups of Hotels 
Organisational Chart of Ashok Hotel 
Responsibilities of Managers 
The Indian Tourism Development Corporation (ITDC) was set up 
in 1966 as an autonomous public sector corporation by amalgamating the 
three separate corporations, viz, Hotel corporation of India, India 
tourism corporation Ltd. and India tourism and transport undertaking Ltd. 
This step was taken to ensure better coordination and to provide all 
tourism related services to tourists under one umbrella. 
The I.T.D.C. possesses an elaborate infrastructure of Hotels, 
Beach Resorts, Travel agency, car rental service, convention/conference 
facilities across the length and breadth of the country, with duty free 
shops offering world class brands to international travellers at all the 
international airports in India. It also offers consultancy services in the 
tourism field, both for private as well as public sector while functioning 
on commercial lines. I.T.D.C. has also been committed to the social 
objectives, government policies, development of backward areas, 
maintenance of regional balance and national integration, etc. 
The main functions and objectives of I.T.D.C. are as under : 
1. Construction and management of hotels, motels, restaurants, 
tourists bungalows, guest houses and beach resorts at various 
places for accommodating tourists. 
2. Provision for transport facility to tourist. 
3. Provision of shopping facilities to tourist. 
4. Provision of entertainment facilities to tourist by way of 
organising cultural shows, music concerts, sound and light shows, 
etc. 
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5. Provision of publicity services to assist India's promotion overseas 
as a tourist destination and projecting the national importance of 
tourism at home.^ 
With these objectives, I.T.D.C. in its history of over three 
decades has achieved long term goals and remained profitable. It has 
opened new destinations, created tourist infrastructures and provided a 
package of facilities and services, vital to the industry. Therefore, ITDC 
has a giant network, with offices both in India and abroad. 
With its head office at New Delhi, it is supported by four 
regional offices - Delhi, Mumbai, Calcutta, Chennai, New Delhi, being 
India's convention centre, has 6 hotels, for the needs of this prestigious 
form of tourism. Further, every state has hotels and I.T.D.C. also 
cooperates with the state tourism bodies for the development of tourism. 
It also includes consultancy services to entrepreneurs and people 
directly or indirectly associated with tourism. 
Thus, the mission of I.T.D.C. is to provide leadership and 
promote tourism for India by achieving high level of excellence and 
profit in the field of Hotels, tours and travel, duty free shops, human 
resource development and consultancy and catering tourism 
infrastructure as well as foregoing partnership with state government for 
undertaking tourism projects. 
ORGANISATIONAL SET-UP 
Indian tourism development corporation mainly comprises three 
business groups, viz. Hotels and catering, duty free shop, and Ashok 
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travel and tours. Besides, there are some support service departments 
namely Personnel, Finance and accounts. Hotel sales. Human resources 
development and training, project engineering, vigilance and security. 
Board of Directors : The Board of Directors of I.T.D.C. presently 
consists of four directors two of them are officials and two are 
functional directors. One of the director appointed by the government 
also holds charge of chairman and managing director. 
Subsidiary companies : 
The I.T.D.C. has also entered into joint venture agreements with 
several states to establish similar hotel establishment. It has succeeded 
in establishing joint venture in association with the state governments of 
Assam, Bihar, Orissa, Madhya Pradesh, Arunachal Pradesh and Union 
territory of Pondicherry. The Punjab Ashok hotel company limited has 
been incorporated on the 11th November 1988 to undertake construction 
of a three star-hotel at Anandpur Sahib in collaboration with Punjab 
tourism development corporation limited. 
Pattern of Share holding 
I.T.D.C. is primarily a government company with 89.97% shares 
owned by the government, 10% with general public and the remaining 
0.03% with the employees. 
Human Resource Development 
The manpower development corporation an important wing of 
human resource development provides education and training to the 
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individuals so as to produce professionals for the future. Its education 
and training programmes are largely based on the requirements and 
nature of the service oriented hotel industry. The HRD activities thus, 
includes to generate awareness towards bringing attitudinal changes 
towards language, values and behaviour of the persons according to the 
changing requirements of the time. Keeping this in mind, 438-training 
programmes were conducted during last year covering 6204 employees. 
Besides, 51 employees were nominated for professional courses 
conducted by reputed organisations in the country. Further, 32 
programmes were conducted for outside agencies covering 599 
participants. As part of the ongoing training activities, 60 management 
trainees and 200 apprentices are undergoing training. Thus, I.T.D.C. 
utilize its human resources towards attainment of organisational goals 
and for the promotion of tourism. 
INITIATIVE GOVERNMENT SUPPORT 
I.T.D.C, being the only public sector unit in the field of 
tourism, is blessed with the governments support to undertake activities 
which are innovative and risky. Thus, I.T.D.C. took hotel projects in 
Hassan, Ranchi, Puri and north-east, where the private sector would have 
been reluctant due to low returns. Being autonomous body, I.T.D.C. has 
been able to take independent decisions for the spread of tourism and 
related services all over India. On account of I.T.D.C. initiative towards 
tourism and related services, private sector also followed the suit. 
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Its initiative paid off not only in bringing relatively unknown 
areas on the tourist map of India, but also helped in the development 
and raising standards of living of the local people. I.T.D.C. fully realises 
the impact of tourism on socio-economic arena of the society and has 
been consistently working in this direction. 
Not only in accommodation sector ITDC's influence is markedly 
noticable in transport activities, shopping and cultural events. I.T.D.C. 
was the first to materialise the concept of sound and light shows to bring 
alive the history of India. Furthermore, cultural events, dance and music 
festivals and cuisines of India also got popularity. 
All the above stated provisions or facilities have been 
incorporated by I.T.D.C. not keeping in view the profit aspect alone 
rather policy maker because of the Government policy to improve 
tourism in India paid more attention towards such provisions and 
facilities which may help attract tourist to the country and thus, tourism 
may emerge as an industry. The Government of India is always ready in 
extending financial and other support to I.T.D.C. pertaining to their any 
new project attracting Indians as well as foreign tourists which has now 
attracted national as well as international attraction. 
Furthermore, I.T.D.C. has achieved great success in arranging all 
governmental conferences and seminars. The Ministry of external affair 
and the embassy also extend their cooperation to I.T.D.C. in preparing a 
year long supply of foreign tourist. I.T.D.C. has also succeeded in 
establishing business relations with other public sector like Indian 
airlines. Air India and other tourists agencies operating under central/ 
state government.^ 
129 
en 
u Q 
H 
>— 
U. 
O 
U 
Oi 
:D 
(-
Qi 
O 
H 
U 
W 
Qi 
1—4 
Q 
O 
Z 
o 
< 
Z 
^ 
< 
z 
< 
O 
Oi 
o 
z 
< Qi 
< 
a: 
u 
130 
I.T.D.C NETWORK 
I.T.D.C. Network of services refers to provisions pertaining to 
accommodation, catering and transportation, travel services, duty free 
and tax free shops and entertainment facilities. 
The present network of services includes 26 Ashok group of 
hotels (before disinvestment) (including two heritage hotel and two 
beach resorts), six joint venture hotels, five restaurants (including four 
airport restaurants) eleven Ashok travels and transport units, one tourist 
service station, 29 duty free shops and one sound and light show. The 
corporation also provides catering services in western court, Hyderabad 
house, Vigyan bhavan. National media press centre at Shastri bhavan, New 
Delhi besides managing a forest lodge, a restaurant and a sound and light 
show on behalf of the Ministry of tourism. This network is an asset for 
proper coordination among managers of different fields viz. Hotels, 
Restaurants, Transport managers etc. 
Once a tourist lands at a office or hotel of I.T.D.C, all further 
arrangements are easily and quickly provided by the managers. The 
network of services contain not only services with in the organisation 
but also outside. Thus, when a tourist check-in in any hotel of I.T.D.C. 
their itinerary are prepared in minutes and all arrangements and 
reservations are also made then and there. 
I.T.D.C. services are fairly popular outside India as it has opened 
several consultancy services as well as tourism offices for the benefits 
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of international tourist. A tourist sitting in London can have its itinerary 
prepared, complete with all travel arrangements. 
I.T.D.C. is fully aware that each tourist is different, coming 
from different socio-economic, and psycho-culture backgrounds, and has 
different tastes and ideas. I.T.D.C.'s networking helps in compelling to 
the needs and expectations of each and every tourist and thus sends back 
a tourist fully satisfied with his experience about India."^ 
All Tourism related Services under One Roof 
India as a whole is compose mosaic of different cultures and 
languages. Furthermore, there is a big diversity in land climate and 
traditions - getting all services under one roof, is thus, very difficult. 
But, this milestone has been achieved by the ITDC through its wide 
network. Services under one roof, is thus, very difficult. But, this 
milestone has been achieved by the ITDC through its wide network. 
a) Accommodation and Catering 
ITDC's accommodation chain, the Ashok group is not only one 
of the largest but also the most varied. Its 33 Hotels at 26 destinations 
(before disinvestment) provide accommodation ranging from luxury suits 
to modestly furnished rooms, from Beach Resorts and Palace hotels to a 
moderately priced forest lodges near to suitable markets, Ashok group 
of hotels has been classified under three categories : 
a) Elite 
b) Classic 
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c) Comfort 
The corporation has been a market leader in promoting India as 
a convention destination. In order to consolidate its market share these 
facilities are modernized and expanded. ITDC offers Indian cuisine in all 
its diversity at its chain of hotels and restaurant. Over 100 restaurants 
are located in 33 hotels in India. With more than 3 decades of expertise, 
ITDC's Ashok group has promoted Indian cuisine in major cities across 
the world through food-cum-cultural festivals. 
b) Duty Free and tax free shops 
With pre-ordering service and advance booking scheme being 
introduced at the duty free shops at the arrival and departure lounges of 
major airports, shopping has become very easy. There is wide range of 
products available for the buyer 
c) Conference facilities 
All conference related facilities can be found under one roof. 
Seating arrangements for different requirements are available in all the 
ITDC units. The Ashok Hotel has the largest conference hall with sitting 
arrangements for 2,500 delegates. Furthermore, business facilities, 
inaugural functions, technical facilities, exhibitions, entertainment for 
the delegates etc. are also provided by I.T.D.C. 
d) Entertainment facilities 
With three son-el-luminiere shows in Delhi, Ahmedabad and 
Srinagar and lots of music consorts and dance festivals are being 
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organised by ITDC. These can be enjoyed during stay at one of the ITDC 
hotels. 
e) The Travel Agency facilities 
The travel agency facilities are also available as ITDC has its 
own in house travel agency which deals with reservations to airlines, 
preparing itineraries and booking hotels all over India. 
f) Other services include publicity-consultancy. With separate publicity 
and promotion division and consultancy services division any help 
regarding tourism services can be easily available from I.T.D.C. 
g) Instant booking and Reservation 
Instant booking and reservation to any hotel in this network can 
be easily done through Ashok Instant Reservation Service in marketing 
division.^ 
ITDC : A PIONEER IN CONFERENCE TOURISM 
Despite the dramatic developments in the electronic media, the 
urge among professionals to meet face to face has become more and 
more compelling with each passing year. This trend is well reflected by 
the steady increase in the number of conferences worldwide, furthermore 
emphasizing the need for professional conferences handling facilities. 
The convention facilities of Ashok Conference and convention 
Bureau includes the convention Hall at Ashok hotel, New Delhi, which 
offers an impressive pillarless hall with a seating capacity of over 2000 
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delegates. It can also be partitioned into three break-up meeting rooms 
with independent entrances, each of which can accommodate 500-600 
delegates. The hall is backed by modern facilities like simultaneous 
translations in 8 languages, a comprehensive office secretariat and a 
business centre. Flanking the main hall are smaller meeting rooms with 
capacities ranging from 50-400. Linked with Ashok, Samrat convention 
complex is 5000 sq.feet of versatile exhibition space. 
Hotel Ashok Bangalore also boosts of world class convention 
facilities and a business centre. It can accommodate 500 pax. All other 
Ashok group hotels also have convention capabilities ranging from 50-
500 pax for national Associations and federation, the ITDC conference 
department can provide an element of continuity. These professional 
conference expertise is available across 32 destinations all over India 
from the exotic beach resorts to the city centre and heritage palace 
hotels. 
At present conferences are being handled by the convention wing 
of marketing hotel sales division and conference wing of Ashok Travel 
and tours. The facilities of the conference Bureau are supported by a 
professional team of planners to draw up details of conference 
administrations, budget, protocol, social-events, theme dinners, grand 
inaugurals and lingering finales'. 
The complete package of services provided by ITDC are as 
under : 
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a) Accommodation 
ITDC offers accommodation ranging from five star Deluxe to 
budget hotels all over India. Delhi alone has 2,500 rooms in eight hotels 
at varying price range. 
b) Transport 
Not only can the Ashok Samrat convention complex 
accommodates 2000-3000 delegates and also provide transport facilities 
and also exhibitions equipments. 
c) Technical facilities 
This includes recording and transcription of proceedings, slide 
projections, electronic screens, close circuit coverage etc. The services 
can also be provided through external agencies or empanelled with the 
development. 
d) Catering 
The banquet professionals can organise the most memorable 
evenings from a formal sit-down dinner for 500 to a informal "Theme 
Evenings" for almost 4000. 
e) Accompanying Person's Programme 
While the delegates busy themselves with serious deliberations, 
ITDC arranges some of the most delightful experience for accompanied 
spouses cooking demonstration, hair-styling, beauty guidance sessions 
from the convenient Shenaz Hussain School of Beauty, insects weaving 
and creamic culture and endless other division. 
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f) Entertainment 
ITDC cultural wing offers the best of Indian Entertainment 
further it is classical dance performance or Folk music. Indian Mela's 
and Son-et-Lumiere shows are also organised. 
g) Pre- and Post Conferences Tours 
Excursions are organised for the delegates and their families to 
well known tourist areas if desired.^ 
Tourism is the fastest growing and the second largest industry 
and have tremendous potential for earning foreign exchange, yielding tax 
revenues, providing employments, promoting the growth of ancillary 
industries and development of industrially backward regions. There is a 
general awareness of the advantages of tourism in accelerating economic 
growth, providing employment, earning foreign exchange and expending 
up new areas. Tourism can be a major factor in economic development 
of less backward areas. It can make a most valuable contribution towards 
making good, the balance of payments gap which likely to occur 
specially in the developing countries like India. 
Therefore, hotel industry plays a special role in the development 
of tourism. Hotels provide an opportunity for their guests to like the 
countries culture and the ways of life of a region during the last two 
decades, the international hotel chains, Hilton-International, Sheraton 
International, Holiday Inn, Hyatt etc. have come to dominate the world 
hotel industry. In national field we have Obrai, Taj, ITDC, Clarks, etc. 
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Their normal success has been based on a highly sophisticated operations 
and maintenance techniques. The modern hotel keeping has become a 
refined and systematized technology. 
The hotel industry has undergone enormous changes every 
where. Since the end of the second world war, particularly during last 
ten year. A comparison of the situation than and now shows, that before 
1940's the hotel industry consisted a essentiality of moderately sized 
units under independent ownership and management, whereas since last 
decade larger units are the order of the day and international hotel chains 
and public sector have come to play a major and dynamic role in this 
sector of our national economy.^ 
Thus, hotel industry is an essential part of tourism. The 
expansion of tourism will inevitably bring about the development of the 
hotel industry. Hotel industry is so closely linked with the tourist 
industry, that it is responsible for about 50% of the foreign exchange 
earnings from tourism. Thus, hotels have major contribution towards 
tourists trade and enterprise. The rising volume of the tourists inflow 
brought into light, the shortage of hotels in important tourists centres, 
keeping in view, the changing standard in the international hotel trade, 
the Indian hotel industry has to make a number of improvements in the 
operative system. It is not enough to provide adequate hotel 
accommodation alone, it is equally important to have hotels at various 
levels, low priced, moderately priced, highly priced and lastly a few 
luxury hotels at important places in the country. Development of hotel 
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accommodation depends on the demands for different types of 
accommodation, availability of suitable infrastructure and services and 
the economic feasibility of the development. 
To overcome all these problems the Ashok group of hotels has 
been India's gracious and regal host in attracting national and 
international visitors. The hotels show not only the traditional grandeur 
and heritage of India, but also modern technological structures 
competiting with the present day scenario. The Group has 33 hotels in 
26 major destinations (before disinvestment). The range of hotels varies 
from five star deluxe to first class to budget hotels, tailor-made to suit 
individual tourist needs. The hotels have now been classified in three 
categories 
a) Elite 
b) Classic 
c) Comfort 
The six 'Elite' hotels are Ashok Groups five star deluxe 
properties that cater to the upmarket clientele. The 'classic' group 
comprises sixteen units that meet the expectations of the business 
travellers and mid-market guests. The 'comfort' category provides home 
comforts at 11 locations across the country. 
In its endeavour to keep abreast of world standards in the 
hospitality industry, the Group's parent company, the ITDC, has 
diversified services such as individually independent divisions catering 
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to specific tourism requirements. ITDC has palace hotels, beach resorts, 
forest lodges and hill resorts.^ 
ARCHITECTURAL SPLENDOUR OF ASHOK GROUPS OF HOTELS 
The architecture of Ashok group of Hotels is considered to be 
one of the best in the world. On a low hill, just outside the Royal city of 
Mysore stands a shimmering white palace - a splendid Italianate palazzo-
double columned and domed set in sprawling terraced and landscaped 
garden. This is Lalitha Mahal, built by the erstwhile Maharaja of Mysore. 
The Lalitha Mahal is now one of India's most opulent hotels. 
Glowing wfth legend, history and chivalry, the city of Udaipur is 
known for its palaces and lakes. Ashok group's Laxmi vilas palace Hotel 
was built by Maharana Bhupal Singh as a royal guest house. This hill top 
retreat overlaps the serene Fatehsagar lake. Today, the hotel recreates 
the courtly and graceful ambience of an era gone by. 
The Jaipur Ashok, Ashok Group's hotel in the Pink city, offers 
visitors the elegance of a small Rajasthani palace - like residence with 
all comforts of a modern hotel. Romantic, pink-turretted and balconied, 
it captures the charm of the princely city that was built in accordance 
with the ancient Hindu treatise on architecture. It is set in a lovely 
garden flanking the spacious green round about at Bani Park. 
Hotel Pataliputra Ashok stands on the historic site of 
Pataliputra, modern Patna. This hotel has low tariff rooms, and has good 
architecture, a good base for Buddhist pilgrimages. 
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Among the beach resorts, the most magnificent is the Kovalan 
Ashok Beach Resort. Looking inland from the blue waters of the Arabian 
sea, the Kovalan shore line appears as a gently curving beach fringed by 
tall swaying palm, almost hiding this resort. Kovalan Ashok Beach 
Resort is a unique architectural concept that merges into landscape, at 
one with the sea, sun, sand and palm groups of Kerala. Set at the 
southern most tip of fabled Malabar coast, fanned by balancing breeze 
washed by the Arabian sea. 
Next in line is the Temple Bay Ashok Beach Resort, 
Mallapuram. The sun-swept and foam streaked beach resort is famous for 
its monuments for solid rock. Just a kilometre from the shore temple its 
cottages makes it "ideal for a perfect beach holiday". 
In the French town in an Indian country side Pondicherry is an 
introducing facet of South India is Hotel Pondicherry Ashok located on 
palm-fringed, surf washed beach - showing an exotic blend of two 
different cultures and thoughts. 
To meet the needs of the tourists on a beach holiday in Puri, 
Nilanchal Ashok has been built close to the while sands of Puri. Nearby 
is the Temple of Lord Jagannath - a famous pilgruin in the states of 
Orris sa. 
The Bharatpur Forest lodge, situated within the famous keoladeo 
National Park where several indigenous bird species and migratory birds 
some from Siberia come annually during winters. 
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The Buddhist city of Bodhagaya in Bihar, boosts of Hotel 
Bodhgaya Ashok, set in hallowed surroundings, it is the fine example of 
religions and traditional gradeur. 
In the science environment of Himachal Pradesh, the beautiful 
city of Manali has Hotel Manali Ashok. It offers the traditional 
architecture of the hills. 
On the first elevation of the Himalayan range, at doorstep of the 
enchanting valley of Kashmir, stands Hotel Jammu Ashok. Modem and 
comfortable, it is an idyllic setting for the winter capital of past rulers 
of Kashmir. 
In the India's Garden city - Bangalore stands the graceful Hotel 
Ashok - one of the finest Five star luxury Hotels in south India, over 
looking the green expanse of the adjoining Golf course. 
For business travellers, and those in transit through the great 
metropolis of Calcutta is Hotel Airport Ashok providing all facilities and 
comforts of international hotel and business centre. 
Centrally located in the city of Taj is the Hotel Ashok, Agra 
Ashok with rooms well equipped and reminance of Mughal splendour in 
both their decor and ambience. The marble inlay work, celebrates Agra's 
intricate craftsmanship. 
The Ashok Group boosts of a perfect blend of traditional and 
modern architecture which is perfected by Hotel Samrat, sharing its 
beautiful landscaped gardens with Hotel Ashok. It is an elegant stone and 
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marble structure, built around a central flower filled atriun and open-air 
courtyard. 
Besides all these Ashok Group of Hotels no hotel symbolises 
the traditional grandeur and hospitality of the historical capital of India 
more than the Ashok, the foremost of Delhi Five Star hotels and the 
flagship of Ashok group. It has been aptly called the "convention capital 
of Asia" largely due to the presence of the Ashok Group, which offers 
over 2000 rooms in its various hotels strategically located across the 
capital. Set in a prime location of Delhi's Diplomatic Enclave, the Ashok 
is the familiar and distinctive landmark, its rose-pink walls and arched 
and turretted contours setting it apart from the glass and concrete 
conformity of other hotels. The Ashok Hotel offers the largest 
convention Hall in India, with a capacity of seating 2,500 people, and is 
named after the legendary philanthropist Emperor Ashok. 
The other hotels of the Group are Hotel Kanishka and Qutab 
Hotel in New Delhi, Hotel Khajuraho Ashok, Hotel Varanasi Ashok, 
Hotel Madurai Ashok and many others scattered all over India in 26 
destinations, give a view of traditional ambiguity coupled with modern 
facilities like conference rooms, bowling alleys, swimming pools and art 
galleries, keeping the Ashok group of hotels apart from its 
counterparts.^ 
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RESPONSIBILITIES OF MANAGERS 
From the above organisational structure it is clear that Ashok 
hotel of Delhi comprises with various Departmental Managers or 
Directors as they are the basic core of the entire hotel structure. The 
Departmental Managers or Directors are fully independent and are 
responsible for the work under their supervision or control. All of them 
come under the direct control of the leadership of the General Manager 
who coordinate the functioning of departmental Managers or directors. 
The leadership provided by the General Manager is undoubtedly the most 
important quality a person brings to this position. 
The General Manager coordinates the activities of different 
departmental directors in meeting the organisation and developmental 
aspects. He uses his managerial skills like training, decision-making, 
organising, staffing, controlling, directing and communicating to develop 
competent and efficient staff. 
The plans developed by General Manager along with 
departmental supervisors provide the vision the business need to 
compete for the hospitality market. He evaluates the employees for 
positions based on a well structured division of labour. In doing so he 
always take care about the skill and strength necessary to lead frontline 
people in delivering services to the guest. The General Manager also 
takes into account the key operating statistics which reflects the 
profitability and efficiency of operations. He also keeps an eye on key 
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indicators that reveal the financial success or operational success of 
various departmental directors. The General Manager is an important link 
in the communication process and each departmental director takes the 
lead from communications received (or not received) from the General 
Manager. The General Manager also calls weekly staff meetings as well 
as individual meetings with the departmental directors. The General 
Manager also offers supervisory training to subordinates in practical 
terms. The General Manager also provides leadership to meet 
organisational goals of profitability and service. He also keeps himself 
fairly well informed about the behaviour of other managers, actually 
practicing leadership and receiving constructive criticism on efforts 
expanded. It can thus be submitted that the role of General Manager in 
Ashok hotel is a professional one. 
Assistant General Manager 
The Assistant General Manager of Ashok hotel holds the full 
responsibility in the development and execution plans conceived by the 
top management. The relationship between the General Manager and the 
Assistant General Manager is based on trust, skill and excellent 
communication among them. The Assistant General Manager works in 
coordination with departmental directors with respect to specific goals 
and objectives through efficient operations. He is to communicate plan 
to the operation supervisors. The basic job of Assistant General 
Managers in Ashok hotel is to see that job enriched to different 
employee are judicially completed. He also compile or review the 
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summarized statistical reports of different department and discuss them 
with the General Manager. The Assistant General Manager is 
"everywhere" on the property, checking on operation, providing feedback 
and offering help as needed. 
Food and Beverage Director 
The food and beverage director of Ashok hotel is fully 
responsible for the efficient operation of the kitchen, dining rooms, 
banquet service, room service, and lounge. It includes managing, 
interaction with supervisors, in order to keep a watch on food quality, 
sanitation, inventory, cost-control, training, room-setup, cash control and 
guest service etc. He also keeps an eye on new trends in food and 
Beverage merchandising, cost-control factors in food and beverage 
preparation and kitchen utilities. He keeps close contact with assistant 
food and beverage director who is a highly skilled executive chief, dining 
room supervisor, banquet and bar manager as there services are on 
twenty-four hour basis every day of the year. 
Plant Engineer 
The plant engineer in Ashok hotel is responsible for over all 
delivering services to the guest. He supervises the working of 
electricians, plumbers, heating ventilation-air-conditioning contractors, 
and general repair people to provide services to the guest and employees 
of the hotel. He is also in a position to adopt plans of action that will 
keep the hotel well maintained within the budget. The plant engineer 
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regularly interacts with all the departments of hotel and provide sound 
advice about structural stability, equipment, maintenance and 
environmental control. 
Executive Housekeeper 
The executive house keeper of the Ashok hotel takes care for 
the upkeep of the guest room and public areas of the hotel. He takes and 
supervise the working of maids and houseman and floor inspector who 
are also trained in cleaning techniques. He specifically observe speed 
and efficiency of these persons in the maintenance of guest room and 
public area. He also takes care of unskilled labour by employing 
scheduling of employees in order to maintain labour cost. The executive 
housekeeper also take responsibility and care for the maintenance and 
control of endless inventories like linens, soap, guest amenities, 
furniture, in-house marketing etc. The executive housekeeper also look 
after duties like maintenance of life plants in public area as well as in-
house laundiy referring to equipment, cleaning material, cost-control and 
scheduling are also handled in cooperation with the laundry supervision. 
The executive house-keeper regularly keeps and maintain inter-
departmental cooperation and communication with the front-desk and 
maintenance department in order to provide satisfactory services to the 
guest. The marketing and sales department are also dependent upon the 
housekeeper in order to enforce cleanliness and appearance standards in 
the public area so that guest are attracted and impressed by the hotel. 
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Human Resource Manager 
Human Resource Manager of Ashok hotel assist in organising 
personnel functions and developing employees. He also assist in 
preparing the job analysis and subsequent job description keeping in view 
advertisement pre-interviews, selection, orientation and training and their 
followup. The human resource manager assist each direction in making 
plans to motivate employees, to develop career projections for them, to 
provide realistic pay increases and to establish employment policies that 
reflect positively on the employer. 
Marketing and Sales Director 
Marketing and Sales Director in Ashok hotel plays a very 
important role pertaining to all departments of the hotel. The 
responsibilities of the director not only confine to external sale 
conventions, small business conferences, wedding receptions, dining 
room and lounge business but provide directions for promoting in-house 
sale to the guests. He constantly evaluate new market, carefully watches 
new promotions by the competition organising sales blitzes, work with 
the community and professional group in order to promote public 
relations, work in cooperation with other department directors to 
establish products and service specifications and in-house promotional 
efforts and following up on details. 
Front-office Manager 
The front office manager of Ashok hotel is responsible to 
review the final draft of the night audit, monitors the reservation system. 
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communication system with front office staff and other department 
directors, supervises daily registrations and check out, establishes in-
house sales programmes at the front desk, prepares budgets and cost 
control system, forecast room sale and maintains business relationships 
with regular cooperate and community leaders. In all matters assistant 
front managers are there to assist him which refers to reservations 
manager and bell captain. This position enables the manager to develop 
and overview of the hotel with regard to finances and communication. 
Controller 
The controller of the Ashok hotel looks after the accounts of 
the hotel. He is largely responsible for the actual and effective 
administration of financial data produced on a daily basis of the hotel so 
that it may be presented to the top management or guest if demanded. 
Keeping in view different departments a well organised staff works under 
him. He is responsible to provide to the General Manager - financial 
insight into the operation of the hotel cash flows, discounts, evaluation 
of insurance cost, fringe benefits, cost analysis, investment 
opportunities, computer technology applications and banking procedure 
etc. He provides financial information to the departmental directors. 
Director of Security 
Today preventive security precautions are the central themes of 
the security department of Ashok hotel. The director of security is 
generally selected from the background of police or detective services 
151 
or from security or intelligence in the armed services. 
He has fairly good understanding of the criminal mind and the 
practices of criminals. He keeps a constant watch on suspicious paper 
and circumstances. He also keep contacts with departmental directors to 
develop cost control procedures that helps to ensure employees honesty. 
In order to provide quest safety services, the Director of security in 
cooperation with department directors provides training programmes and 
institutions to the employees with respect to fire, job and environmental 
safety procedure, which make employees "security minded", helping to 
prevent crime from occurring. 
Parking Manager 
The parking Manager of Ashok hotel keeps constant vigil with 
regard to the parking of the vehicles in and around the hotel complex in 
order to ensure safe and healthy environment to the guests. He seeks 
cooperation with the engineering and housekeeping departments. He also 
prepare budget and recruit and train employees for the job. He also 
provides drivers, assistance to guests when their cars break down.^^ 
From the above responsibilities of manager's it is clear that 
executive's at different level and departments are the most important 
functionary in Ashok hotel. They are mainly concerned in improving the 
performance of their concerned department. In the next chapter we will 
discuss executive development programme in Ashok hotel. 
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CHAPTER - FOUR 
EXECUTIVE DEVELOPMENT IN 
ASHOK HOTEL 
Introduction 
Organisational chart of Personnel & Industrial Relations 
Functions of Personnel and Industrial Relations - Division of 
Ashok Hotel 
Various aspects of Executive Development in Ashok Hotel 
* Training and Development 
* Executive Performance Appraisal 
* Reward System and Promotional Policy 
* Career Planning and Development 
Ashok hotel is one of the leading enterprise under Indian 
Tourism Development Corporation and is facing stiff competition as a 
result of globalisation of business and trade as a whole. Keeping in view 
the competition aspect Ashok hotel have made concerted efforts to move 
from the seller's market to the consumer driven market. This has to a 
great extent resulted in the total change in mind set, requiring a review 
of the whole gamut of management practices for effective utilization of 
human resources. 
Ashok hotel is considered to be one of the best hotel in Asia on 
account of its structural value as well as the hospitality aspects are 
concerned. The hotel show not only traditional grandeur and heritage of 
India but also the modern technological structures competing with the 
present day scenario. Ashok hotel provides grand hospitality to guest 
which attracts international dignitaries, celebrities, leaders and family 
vacationers. Moreover, the Ashok hotel pays special attention for 
conventions and large scale reception. 
Before discussing about human resource and executive 
development in Ashok hotel a brief discussion on the different 
managerial function of the hotel industry is important to understand its 
organisation. The front desk is regarded as the nerve centre of hotel 
looking after communication and accounting. Effective communications 
with employees, guests and other departments of the hotel are paramount 
in projecting a hospitable image. Accounting procedures involving 
charges to registered hotel guest account are very important in the 
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hospitality field. Services for which fees are charged occur twenty four 
hours a day in a hotel. Apart from the front office the General Manager 
sets goals, objectives and standards for all departments to follow. The 
assistant manager provides additional insight to the various department 
heads into meeting the operational needs of the establishment. The 
controller of accounts provides valuable accounting information to the 
front office manager as feedback on current performance and meeting 
budgetai-y goals. The food and beverage manager, house-keeper, and plant 
engineer provide essential services to the guest. Without the cooperation 
and communication between these departments and the front office, 
hospitality cannot be delivered. The manager of marketing and sales 
develops programmes to attract guests to the hotel. These programmes 
help the front office manager sell rooms. The human resource manager 
completes the team by providing the front office with competent 
personnel to accomplish the goals, objectives, and standards set by the 
general manager. 
Now we will discuss the organisational structure of the Ashok 
hotel Delhi. Organisational structure plays a very important part for the 
development of the hotel. It is an effective management tool because it 
details the basic tasks and responsibilities required for the hotel 
management. These guidelines allow the individual to apply management 
principles in the development of an effective organisational structure. 
The organisational structure of Ashok hotel is fairly elaborate and well 
knit headed by managing director. The working of controller, general 
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manager, and executive secretaries comes under the direct control and 
supervision of managing director. Coordination is their among the 
employees and their respective head. They collect relevant information 
and pass them to managing director through their heads and managers. 
On the basis of information they provide the managing director 
formulates future strategies. 
From the above discussion it is clear that, in the final analysis 
success can only be achieved through people and it is the human 
resources that holds the key to sustained profitability and growth. This 
implies that commitment, dedication and enthusiasm of people have an 
overwhelming impact on the effectiveness of an hotel. The integrated 
human resource development systems thus become crucial in enhancing 
hotel organisational effectiveness. In this quest for effectiveness, the 
clear responsibility of all executives is to be defined clearly because 
they are responsible not only for their own behaviour but also for the 
performance of their subordinates.^ 
From the above structure of personnel and industrial 
relations of Ashok hotel we can derive the functions assigned to 
each personnel executive which are as follows -
1. Vice-President (Coordination and Personnel) : 
The function of vice-president of coordination and personnel 
department is -
a) To develop, plan, implement and ensure compliance of personnel 
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policies, procedures, rules and regulations. 
b) To maintain overall industrial peace in the hotel. 
c) for development of rational wage structure and policies. 
d) Co-ordination and liaisoning with various departments and external 
agencies in respect of formulation of policies. 
e) To encourage and promote the concept of industrial democracy 
through existing machinery. 
2) General Manager (Industrial Relations) 
The main duties assigned to general manager of Industrial 
relations are as follows-
a) To develop positive functional and business relation with trade 
union. 
b) Collective bargaining and conflict resolution to ensure harmonious 
industrial relations. 
c) To introduce and monition scheme of worker participation on unit 
council and employees suggestion scheme. 
d) Grievance handling. 
e) Implementation of various labour laws. 
3. General Manager (Recruitment): 
The main responsibilities of general manager of recruitment 
are -
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a) Manpower planning and personnel selection to ensure the placement 
of right person on the right job at the right time in the right place. 
b) Induction, orientation, placement and promotion. 
2ii) Assistant Manager (Industrial relations Eastern & Northern 
Zone) 
The following are the main duties of Assistant manager of 
Industrial relations these are -
a) He is reporting to General manager (Industrial relation) and is 
handling eastern and northern units of I.T.D.C. 
b) Follow up of cases particularly labour cases before labour officers, 
conciliation officers, Industrial tribunals etc. 
c) Conflict resolution at the time of strikes, lockouts, gheraos etc. 
2ii) Assistant Manager (Industrial relations Western and Southern 
Zone) 
The main duties of Assistant manager of Industrial relations of 
western and southern units are -
a) He is reporting to general Manager (Industrial relation) and is 
handling western and southern units of .I.T.D.C. 
b) Monitor scheme of workers participation and Unit council and 
employees suggestion scheme. 
c) Formulation of staff welfare fund committee/ITDC provident fund 
trust union election. 
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3i) Deputy General Manager (Wages) : 
The main responsibilities of deputy general manager of wages 
department is -
a) To develop incentive compensation system for increased 
productivity. 
b) Revising and adjusting wages & salary with the rise in the cost of 
living. 
c) Laying down, rational and scientifically based wage structure after 
careful wage survey providing for adequate compensation package. 
3i. a) Manager (Wages) : 
The main responsibilities of manager of wages department is -
a) He assists Deputy general manager of wages in day to day routine 
work. 
b) Revising & adjusting wages & salary with the rise in the cost of 
living. 
Manager of wages department consist of two Assistant Manager 
1) Assistant Manager (Wages) 
2. Assistant Manager (Statistics) 
Assistant Manager (Wages) 
1. He is reporting to Manager (Wages) and assists him in routine 
work. 
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2. Assisting in revising and adjusting wages and salary with the rise in 
the cost of living. 
Assistant Manager (Statistics) : 
Following are the main duties assigned to Assistant manager of 
statistics department. 
a) He is reporting to deputy manager (wages) and collects data, 
analyses it, verifies for development of appropriate programmer and 
policy. 
b) He looks after the data bank so that information an personnel is 
readily available at a single source. 
3ii) Manager (Recruitment) : 
The main functions of manager of recruitment department is -
a) He is reporting to general Manager (recruitment) and is looking 
after the recruitment of projects. 
b) Recruitment, selection & promotion. 
c) Completion of per-employment facilities. 
d) Maintenance of communal rosters for reservation of posts of 
SC/ST. 
(ii) Assistant manager (Recruitment of Headquarters staff) 
The following are main duties of assistant manager of 
recruitment department-
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I) He looks after the recruitment, selection and placement of 
Headquarters staff. 
II) Promotion, induction and orientation. 
III) Maintenance of communal rosters for reservation of post for SC/ 
ST and Ex-servicemen. 
b) Assistant Manager (Recruitment of Hotel Staff) 
The main duties of Assistant manger of recruitment department 
of hotel staff is -
I) He looks after the recruitment, selection & placement of hotel 
staff 
II) Promotion, induction & orientation. 
III) Maintenance of communal rosters for reservation of posts for SC/ 
ST & Ex-servicemen. 
Assistant Manager (Recruitment of Project Staff) 
The main duties assigned to Assistant manager of recruitment 
department of project staff is to -
I) He is looking after the recruitment, selection and induction of 
project staff. 
II) Completion of per-employment facilities. 
III) Manpower planning and forecasting. 
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3(ii) Deputy General Manager (Establishment) : 
The main functions assigned to Deputy general manager of re-
establishment department are -
a) To ensure the compliance of all personnel policies, producers, rules 
& regulations and all schemes but commensurate with the needs of 
the organisation. 
b) Job evaluation, performance appreciable. 
c) Preparation of material for parliament auxiliary committee, 
consultative committee of ministry of tourism. 
Assistant Manager (Establishment): 
The main duties of Assistant manager of establishment 
department are -
a) He reports to deputy general manager (Establishment) 
b) He handles parliament question, preparation of matters in respect 
of minority community SC/ST etc. Sends reports to the SC/ST 
commissioner. 
Assistant Manager (Establishment Head Quarters) : 
The following are the main responsibilities for Assistant 
manager of establishment department of head quarters -
a) He looks after the establishment matters pertaining to the 
employees of headquarters. 
163 
b) Maintenance of all personal files & records. 
c) Transfer, separation, processing & promotion cotes. 
d) Grant of leave, LTC, advances, loans, gratuity, human resource 
accounting and group Insurance etc. 
e) Performance appraisal. 
Assistant Manager (Establishment Hotels) 
Following are the main duties assigned to assistant manager of 
establishment department of hotels-
a) He looks after the establishment matters pertaining to hotels. 
b) Maintenance of all personal files and records. 
c) Performance appraisal. 
d) Grant of leave, LTC, loans, advances, gratuity, HRA and group 
insurance etc. 
e) Transfer, separation, processing and promotion cases. 
Manager (Personnel) : 
Following are the main functions assigned to manager of 
personnel department -
a) He looks after the disciplinary cases and reports to Deputy General 
Manager of establishment department. 
b) Complaints, charge sheets, suspension, departmental enquiry and 
rivalries.^ 
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It is clear from the above functions how important is human 
resources in hotel industry and particularly in Ashok hotel of New Delhi. 
It is having a Vice President of Coordination and Personnel Department 
and many other managers who are involved in human resource 
management. Without human resource performance and productivity it is 
not possible to have a proper environment in the organisation. Human 
resources will foster both high performance and satisfaction among the 
members of their work units and organisation as a whole by creating 
conditions so that subordinates may also become effective. An executive 
development is an effort in this direction because today, in India it is no 
longer possible to count the number of hotels that are having different 
schemes of executive development and training. The large hotels that 
does not have a executive development programme of its own is the 
exception. The focus of executive development has to be on tomorrow's 
jobs and organisation and not on yesterday's realities. 
In Ashok hotel executive development programmes purports to 
enhance the ability of the employees to rise and to accomplish the job 
responsibilities. The programmes enable the hotel to have a workforce 
which can make more contribution and can adopt to changing situations. 
Thus, executive development is an individual process involving the 
interaction of a man, his job, his manager, and the total work 
environment. Individual development then results in the acquisition of 
new knowledge, skill and attitudes in a planned, orderly manner to 
improve present job performance while accelerating preparation for 
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advancement into more responsible and challenging positions. This 
implies a system approach to executive development. The interaction of 
man, job, manager and environment suggests the need to examine current 
executive development efforts and appraise their effectiveness in 
influencing the conditions that have an important effect on the ability 
and willingness of manager to perform. 
Therefore, the Ashok hotel must be having a policy to depute 
their executive on development programme after identifying their 
abilities and needs. It is the responsibility of the hotel to provide the 
conditions that will enable each individual to develop to the full extent 
of his potential, consistent with his needs, interest, abilities and 
willingness to exert himself to realize his potential. It implies creation 
of a development climate in which superior subordinate relationships, 
team work and collaboration among sub-units are strong and contribute 
to the professional well-being, pride and motivation of employees. 
Without the executives being aware and conscious of both basic values 
as well as on which managerial tools and techniques are founded, the 
skill and knowledge would be a waste. The present work look into the 
various aspects of executive development in Ashok hotel, which 
facilitates the process of excellence in different cadres of management. 
These are as follows -
1) Training and development 
2) Performance appraisal 
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3) Reward system and promotional policies 
4) Career planning and advancement. 
1. Training : in Ashok hotel 
Ashok hotel provides the facility of training for its executives 
the programme for training is conducted separate department of training 
with fully qualified trainer. The department is known as Manpower 
Development Corporation. Training is provided to all the executives 
representing different sections of the hotel. 
In Ashok hotel the main thrust of training to executives is on-
the-job. As doing so they are more exposed to the actual business 
techniques and conditions prevailing in the hotel. They provide executive 
training only to those selected trainees who are in needs of training 
keeping in view their educational background or qualifications, Hotel 
management is of the firm belief that executive development training or 
system is fundamental for the growth and benefit of the individual 
executives. Such programmes to a great extent help in the development 
of the totality of the personality of the executives. 
Following are the some training programmes of Ashok hotel 
which are conducted by the Manpower Development Corporation 
(MPDC) at Qutab hotel. These are -
Executive Development Programme 
The main purpose of executive development programme to 
provide and plan training for the development of the executives of the 
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Indian Tourism Development Corporation (I.T.D.C). 
Responsibility : Senior executive development coordinator is 
responsible. 
Authority : It has been authorised by the General Manager of Human 
Resource Development. 
Procedure : The Manpower Development Corporation the agency of 
Ashok hotel prepares the scheme of training on the yearly basis where 
executives serving in different branches of Ashok hotel in country are 
called for management training for a specific period. The hotel has 
appropriate faculty for each specific programme of training to the 
executives. They provide training with specific programmes, content and 
design pertaining to the requirements of each training. 
Selection and Training under career development scheme : 
The purpose of this scheme is to select and provide training to 
the executives of I.T.D.C. under career development scheme. The 
programme is applicable to all the executives. Senior Manager (HRD) is 
responsible for implementing this scheme and has been authorised by 
General Manager (HRD) and can be amended only by him. 
Circulars are issued and the list of candidates is sent to 
Manpower Development Corporation. Written test and interview are 
conducted by MPDC. After conducting interview placement of the 
executives are made on the basis of merit. 
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Industrial Training 
The industrial training is also provided to the student of hotel 
management and Food Corporation of India by the Ashok hotel. The 
trainees are given induction training as per guidelines. 
Training of Newly Recruited Executives 
The Ashok hotel also provide training to new recruits of I.TD.C. 
The concerned head is responsible to provide training as has been 
authorised by the General Manager (HRD). 
Induction Training for Newly Recruited Executives 
In Ashok hotel there is full arrangement to provide Induction 
training for newly recruited executives. 
Each division operative in Ashok hotel sents the request to the 
General Manager (HRD) for the induction of training for their newly 
recruited executives. Induction schedule for the executives are prepared 
and the facilities are informed to report to the General Manager. The 
executives are introduced to training coordinator and the training 
coordinator in term introduces the executives to the faculty member and 
the staff of Manpower Development Corporation. The copy of training 
schedule is also provided to the executives. 
After the completion of training as per schedule each executive 
is evaluated by General manager (HRD) on the basis of personal 
interview. In Ashok hotel Manpower Development Corporation also 
provide training to the management trainees. 
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General training/kitchen trainees join their training on the dates 
announced by the Manpower Development Corporation. The trainees has 
to complete the following formalities -
Joining report 
Medical fitness certificate 
SC/ST/OBC 
Educational qualification 
In Ashok hotel training for non-operational management trainees 
are conducted by Corporate personnel including maintenance of record, 
one week induction training is imparted by the faculty of manpower 
Development Corporation and they are familiarised about the units/ 
divisions of Indian Tourism Development Corporation at Delhi. 
One year schedule for on-the-job training is handed over to each 
management trainees informing them about all departments and their 
duration. The trainees are also given a set of 'Do I know' and project 
topics by Manpower Development Corporation. 
On-the-job training and theory classes in all the operational and 
non-operational areas are conducted in the Ashok hotel. The operational 
areas refers to -
a) Front office 
b) House keeping 
c) Food & beverage service and management 
d) Food and beverage production 
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and non-operational areas include -
a) Personnel and legal affairs 
b) Finance and accounts 
c) Material management and development 
d) Principles of management 
e) Vigilance and security 
f) Public relations 
g) Marketing 
h) Ashok travel & Tour (ATT) 
i) Engineering and maintenance 
The theory classes on the basis of syllabus are conducted by 
respective faculties and the management trainees are required to attend 
contact classes once in a week at Manpower Development Corporation. 
During the first year of training each trainee is also required to 
submit project as assigned to him, the project presentation is evaluated 
by Manpower Development Corporation under the supervision of General 
Manager. The head of the department of each unit also provide 
confidential report regarding each concerned trainees. Written 
examination pertaining to General training, kitchen training, and non-
operational training are also conducted by Manpower Development 
Corporation in Ashok Hotel. The subjects in which written examinations 
are held are as follows -
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Kitchen training 
Food production 
Food cost control 
Finance & account 
Principles of 
Management 
Personnel 
Engineering & 
maintenance 
Vigilance 
Trade test 
Non-operation 
Core-subject 
Hotel sales & marketing 
Finance & account 
Ashok travel & tour 
Principles of management 
Personnel management 
Engineering & 
maintenance 
Operational departments 
General training 
Front office 
House keeping 
Food & Beverage 
service 
Food production 
Food cost control 
Finance & account 
Principles of 
management 
Personnel 
Engineering & 
maintenance 
Vigilance & security 
The qualifying mark is 50%. 
During second year of training hotel/non-hotel divisions in 
collaboration with MPDC decide the hostel placement of the trainees. 
The trainees are posted as Assistant Manager (under study) and chef 
(under study) in the units/offices on the all India basis as per 
requirements. 
The management trainees are given a research based topics by 
the MPDC during the second year of training. During the second year 
the training work is supervised by the head of the unit or office. 
After the completion of first year and second year formalities 
of interviews are held and merit list is prepared and submitted to the 
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hotel or corporate personnel division for approval and issuance of 
appointment letter. 
The hotel or corporate personnel division sent the appointment 
letter of each candidate to MPDC division which handover the 
appointment letters to the trainees and collect their acceptance in 
duplicate. 
The trainees after receiving their appointment letter join their 
places of postings as Assistant Manager/Chef grade II. The MPDC 
complete and maintain the personal file in all respects regarding the 
trainees who have just joined and then transfer the same to corporate 
personnel department at the head quarters."* 
2. Executive Performance Appraisal 
Performance appraisal plays a significant role in the growth and 
development of the executives. It is an important tool and technique of 
executive development and growth. Usually performance is assessed 
periodically. It is necessary in the hotel industry because management 
has to find out how effective is there hiring and placement. The process 
of performance appraisal tries to identify the problems faced by the 
executive and remedial measures to overcome them. 
In Ashok hotel there is a concept of self-appraisal combined 
with the appraisal by the boss or superior. The appraisal is less 
structured and more open ended for the executive cadre. This method is 
used only for the executives who are responsible for the achievement of 
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objectives and goals of the hotel. In this appraisal they have to elaborate 
about the following aspects -
1) Setout agreed goal for the period 
2) Result achieved 
3) Describe brief performance in the current environment 
1) Setout agreed goal for the period 
In this performance review, appraiser set out an agreed goal for 
the period. It requires the managers and his subordinate to hold joint 
discussions with a view to agreeing at each stage -
a) The overall purpose of the job. 
b) The major tasks that have to be carried out to achieve that purpose. 
These tasks are sometimes called the key result areas or the 
principal accountabilities. 
c) for each task, the objectives to be achieved over a period defined 
as : 
* Targets - results which can be quantified in such terms as profit, 
sales turnover, output or cost per unit of output. 
* Standards / qualitative statements, in areas where quantitative 
targets cannot be set, of what has to be continuously achieved 
for the task to be well done. 
* Special tasks or projects - specific things that have to be carried 
out to a defined standard and with in a stated period of time. 
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2) Result achieved 
The results that have been achieved, comparing these with 
previously agreed targets, standards or special tasks, identifying the 
reasons for success or failure and agreeing the steps that should be taken 
to improve performance. 
3) Describe brief performance in the current environment 
This identify what needs to be done to improve performance. 
Revising the objectives for the next review period and deciding about the 
action required for the next period. 
In self appraisal executive is asked to appraise his own 
performance. Firstly he is asked to describe salient aspects of his job 
and his performance during the year, secondly, to indicate the areas of 
his performance in which he feels there is scope for improvement, if 
any, and the steps he has undertaken or proposes to undertake to improve 
and lastly whether he feels the need of any training either with in the 
company or outside to improve his job performance and to mention the 
nature of such training, if any. 
The second part is the conventional type with a difference where 
his superior or boss review the appraisal of the individual executive. The 
superior is asked to offer his comments on the appraisee's performance 
review and additional observations on the following aspects -
1) Performance ability : In this aspect he will give his idea and rating 
about knowledge, skills and ability to carry out tasks. 
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2) Job responsibility : This refers to reliability to perform and 
complete assigned task. 
3) Output and quality of work : This aspect identify the thoroughness, 
accuracy and general excellence of output. 
4) Initiative : In this aspect he will assist ability to be self-reliant and 
move forward on a task without outside guidance. 
5) Cost consciousness : In this point he will identify his efforts towards 
optimum utilisation of available resources and elimination of waste. 
6) Innovative thinking : In this aspect he will give his rating towards 
generation of ideas, grasping problems and evolving relevant solutions. 
7) Communication (oral and written) : In this aspect superior will 
assist his skill to give and receive instructions accurately, share available 
information with all concerned. 
8) Decision Making : This aspect refers to ability to decide logically, 
and decide on best action. 
9) Co-operation : In this aspect he will give his rating about degree of 
co-ordination with colleagues. 
10 Leadership : In this he will give his idea about ability to make 
positive impact on the team and inspire and influence them. 
11. Training and Development of sub-ordinate : In this he will give 
his rating for efforts towards on-the-job-training and support for 
providing opportunities to sub-ordinates for development and growth. 
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12. Planning, organising and control : In this aspect he will check his 
ability for anticipating work needs and ensure performance by 
monitoring planned activities and devising efficient methods to attain 
predetermined plans. 
13. Discipline : In this aspect he will give his rating for adheres to 
expected standards of conduct, follows instructions, punctual and 
responsible. 
14. Integrity : In this, appraiser will give his rating regarding honesty 
and sincerity towards job and the corporation. 
From the above aspects we can say that the appraiser talks about 
the steps he has undertaken or proposes to initiate to help the appraisee 
overcome the weaknesses in his performance. Appraiser is also asked to 
make recommendations of specific training within the hotel that would 
help to improve the performance of the appraisee. 
Next the appraiser is asked to deals with the elements of 
methods of accomplishment of results i.e. planning, organising, 
controlling, communicating, decision-making, discipline, delegating, 
working with others, analysis, any other factors and then comments. 
Next appraiser gives the details of elements of personal 
qualities, the factors rated are - leadership, initiative, judgement, 
innovative thinking, derive, any other factors and comments. After this, 
the appraiser gives the overall assessment on five point rating scale i.e. 
outstanding, very good, good, satisfactory, inadequate. 
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After this assessment he will asked to indicate the promotion 
prospect, specifically the position for which recommended and reason 
for doing so. This appraisal is reviewed by the department head or 
divisional head and further reviewed by the general manager and finally 
by the director.'^ 
Thus, we can conclude that in Ashok hotel the information 
obtained from systematic periodic appraisal programmes facilitates the 
comparison making process and help in backing up personnel decisions 
which are sometimes likely to be challenged. 
3. Reward System and Promotional Policy 
Rewarding executive performance and behaviour is an important 
part of executive development in Ashok hotel. Appropriate rewards not 
only recognise and motivate employees but also communicate the 
organisation's values to the employees for rewarding good performance. 
The Ashok hotel has developed a system of rewards management for its 
executives. This includes incentive for acquiring higher qualification, 
leave travel concession, incentive for small family norms, advanced 
management programmes, nominations for foreign training programmes 
and sponsorship for higher studies. In addition to these the hotel makes 
use of citations, appreciation letters etc. awards for rewarding 
exceptional performance by the executives. 
Promotions are made in accordance with the hierarchical 
channels system developed by hotel itself. The channels are structured 
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on the basis of qualifications induction level, career path, span of career, 
experience required at each level, progress and growth limits. 
For supervisoiy cadre promotions are made on the basis of 
eligibility and suitability factor. For executives, fulfilment of prescribed 
norms are essential. In Ashok hotel the fundamental criteria for 
promotion of the executives is seniority in the service at respective 
levels of their assignment.^ 
4. Career planning and development 
Career planning plays a significant role in the development of 
executives in hotel industry. It will gain strength and vitality only when 
its executives get a feeling of satisfaction and achievement, and feel part 
of that organisation. Normally, executives have aspirations to advance 
and grow in their organisation, and also a desire to achieve a sense of 
fulfilment. Unless these aspirations and desires of executives are taken 
care of, the hotel industry cannot be taken to higher levels of efficiency 
and productivity. One way to achieve all this is a well thoughtful system 
of career planning. Career planning thus become a must at least for 
manning the hotel with efficient supervisor, higher technical and 
managerial personnel. 
One of the important component of executive development is of 
career planning and development. The career planning process and 
activities in Ashok hotel is as follows -
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l.a) Preparation of personnel inventory of the Ashok hotel. 
b) Building career paths or ladders for various categories of 
executives. 
c) Locating or identifying executives with necessary potential for 
career planning. 
d) Formulation and implementation of suitable plans for training and 
development of persons for different steps of the career ladder or 
paths. 
e) Review of career development plan in action. 
la . Personnel Inventory 
Such an inventory is an essential prerequisite for successful 
career planning. In Ashok hotel inventory is prepared to provide the 
following information -
i) Organisational set up of Ashok hotel and its different levels. 
ii) The existing number of persons manning the hotel organisation. For 
this manning tables are prepared showing the nature of positions at 
different levels of the hotel organisation and the number of persons 
manning these jobs. Sometimes the age of persons holding the jobs 
are also mentioned in the table to show when they are likely to 
retire and when the vacancy thus caused may be required to be 
filled. 
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iii) Types of existing executives, their status, duties, qualifications, age, 
aptitude, ability to shoulder added responsibility and their 
acceptability to their colleagues. 
iv) Whether the existing manpower of Ashok hotel is short or in 
surplus to requirements. If there is shortage, how many more 
persons are required, and for what positions. 
v) Number of persons required in the near future, say in the next one 
to five years, to meet the needs arising from expansion or 
diversification of work or natural wastage of manpower. The latter 
includes death, permanent disability, superannuation and retirement, 
discharge, dismissal, voluntary resignation, or abandonment of the 
jobs. Collections of all the above information may amount to 
manpower planning, and involve preparation of manpower budget 
showing present and immediate future needs of Ashok hotel. 
b) Executives Potential for Career Planning 
After determining the career path, the next step is to find out 
the suitable executives who may have the necessary ability and potential 
for climbing up the ladder and are willing to be promoted and to take up 
higher responsibilities. For this Ashok hotel utilises the management 
control technique of performance appraisal and merit rating. Periodical 
evaluation and merit rating of executive is also necessary for proper 
planning of manpower and career of executives in Ashok hotel, as this 
could be possible only by knowing how much and what type of manpower 
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is available, and the potential of executives whose career is to be 
planned. 
c) Formulation and Implementation of Training & Development 
plans and programmes 
The next step in the process of career planning in Ashok hotel 
is training and development for making a career planning a success. 
Ashok hotel planned and designed the training and development 
programmes in such a manner that they meet the needs of both the 
management and executives, and the participants of these programmes 
should be the executives who are willing to be trained and developed 
further to make their career in the hotel. Methods of training and nature 
of skill and knowledge to be imparted may be different for different 
classes of executives. The main emphasis is on improving leadership 
qualities, human and conceptual skills for senior supervisors, executives 
and managers. A statement showing different categories of executives 
who may need training, knowledge and skill to be imparted to them, and 
the methods of training that could be followed in their case. 
e) Review of Career Development plans in Action : 
For effective career planning, Ashok hotel followed a periodical 
review process so that the executive may know in which direction the 
hotel is moving, what changes are likely to take place and what resources 
and skills he needs to adapt to the changing organisational requirements. 
Even in the Ashok hotel, annual evaluation is done to know an executive's 
182 
performance, limitations, goals and aspirations, and to know whether the 
career plan in action is serving its objective which means effective 
utilisation of human resources by matching executive abilities to the 
demands of the job and his needs to the rewards of the job7 
The new business environment brought in wake the challenge of 
competition and there is a compulsion for organisations to become 
excellent by using their core competence and corporate advantages. The 
greatest competitive challenge the organization faced today is adjusting 
to, indeed embracing continuous change. Public sector hospitality 
industry suffers neither from research gap nor a technology gap nor a 
planning gap but the real gap is the human resource management gap. 
Executives in Ashok have a low level for work and the challenge is how 
to make them more productive. Ashok has to shed their feathers of 
bureaucracy and unprofessionalism and do away with their existing 
policies and structures. There Executive Development Programmes are 
based on traditional lines and do not readily translate into change 
behaviour even in the most motivated and skillful individuals coming out 
of this programme. They are too week to overcome the system that 
opposes the new patterns to be adopted in the changed environment. New 
means and methods of executive development have to be adopted so that 
they may be able to learn rapidly and continuously, innovate ceaselessly 
and take on new strategic imperatives faster and more comfortably then 
the competitor. They need to come up with new ways of functioning in 
their organisations. Executive Development standsout as the major focus 
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of corporate advantage in the new competitive environment. In the next 
chapter we are going to discuss some of the major changes needed in 
the Executive Development Programmes in Ashok Hotel which will 
increase the ability of the executives to manage diversity, complexity and 
ambiguity. 
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In the previous chapter the researcher has discussed about 
executive development programmes in Ashok Hotel but the system is not 
up to the mark keeping in view the trends operative in the modem era of 
globalisation. In this era of rightsizing and pinkslips, the role of human 
resource department has become more important than ever. The most 
important challenge for human resource professional today is to 
recognise that money is not the critical resource, but it is the people 
who are important. But the problem in our country and specially in 
public enterprises is that a lot of Human Resource Managers still do not 
belief that they manage the most critical resource that is people. It is 
clear from the previous chapter that the executive development plans are 
not being implemented satisfactorily in Ashok hotel. The reasons for low 
level performance appears to be on account of organisational defects, 
lack of coordination, complex and cumbersome administrative and 
financial procedures. Shortage of professional manager is also an 
important problem. Managers are not quick enough to react to the 
changes and satisfy their role expectation. The public enterprise 
managers are expected not only to master the operation of the industry 
but also to manage a close interaction among the public enterprises and 
government. 
Emphasis should be more towards training for the public 
enterprise managers to prepare them for a new challenging role. Lack of 
awareness and well defined policy has generated various general 
problems as well as specific problems related to executive 
development in the Ashok hotel which are enumerated below.. 
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1) Government Interference 
There are a number of hotels owned and governed by Indian 
Tomism Development Corporation, a Government of India undertaking. 
The personnel serving in all the Indian Tourism Development Corporation 
(ITDC) hotels are regarded as Government servants drawing there salaries 
and getting other benefits from the Government. The functioning of the 
personnel serving in Government and private sectors widely differs as 
far as their commitment and approaches towards jobs or assignments are 
concerned. 
In Ashok hotel the Government is having 90% ownership and it 
has been observed that Government's interference in day to day working 
is fairly noticable which often causes stress and disappointment among 
the personnels in the management amounting to lesser productivity and 
profits. Such interferences gives blow to the functioning of different 
segments of the hotel organisation and system. It will not be out of place 
to refer here that the Government on account of losses is trying to 
handover hotel industry to private sector as a number of Indian Tourism 
Development Corporation hotels have already been given to individuals 
or organisations in private sector. Interference by the Government is 
fairly noticable in matters related to recruitment, promotion of 
employees, change is marketing strategies, venturing into new areas and 
financial aspects as well as other functions of the hotel. 
Each and every decision taken by the management has to be 
approved by the Government. This practice is time consuming. Thus, 
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management feels highly disappointed in taking innovations and initiative 
for the betterment of the hotel. It has also been observed that 
Government officials who are not having adequate knowledge about hotel 
management often raise unfounded and illogical objections in the plans 
and programmes submitted by the management to the Government which 
often causes frustration among the personnels who have proposed the 
plans or projects. 
It can thus be submitted that the interference of the Government 
in the day to day working of the hotel causes lot of hindrances and thus 
effects the environment as well as work culture of the hotel. 
2. Bureaucratic control 
'Bureaucracy' as defined in the Readers Digest Encyclopedia 
Dictionary is, a form of administration in which authority is diffused 
among numerous offices and there is adherence to inflexible rules of 
operation. It further states that it is 'an administration in which the need 
to follow company proceeds, impedes effective action."' 
The bureaucratic set up has high degree of rationality and 
predictability. But when the functions of bureaucracy are not served 
properly because of its dysfunctional aspect, the situation is referred to 
as "Bureau Pathology".^ 
The dysfunctional behaviour like inefficiency, red-tapism and 
delay, do not contribute to organisational goals. It is quite evident in 
Ashok hotel under Indian Tourism development Corporation. The power 
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of decision making is concentrated in few hands, the management 
functions of direction, coordinations, control and innovation, thus, are 
only for the top bureaucrats to decide. This leads to lack of motivation 
and innovation in the technically qualified and competent lower 
management cadre. 
In bureaucracy, some rules are set up, and the performance of an 
official is measured in context of reliability and conformity of behaviour 
to rules. When we adhere too much on rules, regulations and procedures, 
there may be no flexibility in decision making which is very important 
for the success of a business enterprise. 
The specialised and the technical staff working in the 
organisation, feel that their individuality is totally lost in this process. 
Thus, there is a general apathy towards rules. 
Value conflicts among bureaucrats, professionals and technocrats 
are also operative in the system. This influences the coordinations 
between different levels of hierarchy and also among the departments, 
which leads to delay in the completion of projects. 
Another problem in bureaucratic organisations is fear of Censor/ 
Accountability. As accountability is a healthy sign in democracy but too 
much emphasis on this delays and sometimes result in abandonment of 
certain projects which otherwise would have been beneficial for the 
organisation. Too much paper work, large number of files, and lack of 
'Information system' i.e. steady recovery of informations, makes hotel 
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industry to lag behind its counterparts in private sector which can go 
forward with their projects without much tension of censorship. 
There is thus a growing need of decentralisation of power to 
specialised and trained technical hands, only then can we think of 
fulfilling the mission of the organisation. 
3. Over staffing and Resistance to change 
The Public sector hotel industry is currently facing the problem 
of overstaffing and resistance to change by the workers. Large number 
of persons are recruited in every department without caring the workload 
aspect of the section. Every department requires specialised personnel 
for the running of the unit but the recruitment has been done without 
taking into consideration the specialisation aspect of the candidates. 
Hence staff recruited is not up to the mark. On account of overstaffing 
and lesser number of specialised personnel, often work assigned to 
different departments are not properly carried out. This leads to 
insufficiency, lack of reliability and cooperation among the members of 
the department. 
4. Lack of Effective Management Information System 
Modern era is the age of changing technology and computer 
which plays a very important role in today's business. Computers have 
eased the work load on the manpower of any enterprises and information 
technology is the need of the hour. For any organisation, feed back from 
its different constituents is an important part of decision making 
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process. Important data and relevant information is very necessary and 
should be available at the finger tips, to take meaningful decisions. 
Moreover, proper coordination is very essential between the 
different departments especially if the organisation is a service sector 
where complete satisfaction of the customer is of prime importance. For 
this, computer had made its way and can provide complete analysis of 
data, which is very important to know not only the present situation but 
also to forecast future mode of action. 
Managerial decision at different level of management are not 
effectively taken and executed because of lack of information for 
effective management. Quick and detailed information is needed for 
running the organisation effectively. 
Management Information system is almost a sine qua non in a 
large complex organisation. It is designed with a large number of 
information parameters. Systematic collection of right data, its proper 
recording and timely retrieval of appropriate infoiTnation etc. are all part 
of a well designed management information system, the need for which 
has become imperative in recent year. In any scheme of evaluation, 
pertinent attention need to be paid to data integrity. 
Management information systems in organisations are designed 
to provide specific information for decision-making at various levels of 
managerial hierarchy. The design and selection of appropriate 
information system depends on the process of decision-making and the 
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nature of decisions it supports. The information system in Ashok hotel 
does not satisfy the needs of the hotel in the current environment. As 
the information provided by the system is not comprehensive and 
effective in decision making in all the spheres of managing Ashok. It is 
also noticable that there is no proper coordination between the middle 
level and lower level because of lack of communication gap between 
different levels of management. As a whole we can say that Ashok hotel 
is not having a good management information system which cater to the 
modern needs. 
5. Inadequate cooperation among I.T.D.C. group of hotels 
Cooperation as well as consultation between different I.T.D.C. 
group of hotels are very limited. There is a need for all public sector 
hotel to form a association which can provide basic data information and 
ideas concerning the management of public sector hotels. 
6. Role of I.T.D.C. 
The public sector was accorded a crucial role in the economic 
development in the pre-liberalisation days. The major objectives which 
guided the Government public sector policy were -
a) To build the infrastructure necessary for the nations economic 
development and industrialisation. 
b) To generate employment opportunities and ensure the balance 
development of the nation. 
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Thus, a strategic status being assigned to public sector, the 
establishment of ITDC is one step in this direction. The main objective 
of ITDC groups of hotel is to develop infrastructure and generate 
employment in the hospitality industry. This is the reason that public 
sector has not given much attention to efficiency and profitability. It has 
an adverse impact upon the financial performance of Ashok groups of 
hotel. They have started accumulating huge losses. This effects the 
innovation and development capability of the hotel. Employees start 
believing that they are not expected to contribute in the output of the 
organisation and start following strict rules and regulations though they 
understand that they are following outdated administrative principles. 
And when this process continues, what is left behind is dull and 
unimaginative employees, carrying out with their routine works in a very 
casual manner. Weightage is also not given to cost benefit analysis. And 
losses due to the inconsistent Government policies, unstable political 
conditions and wrong investment decisions have to be borne by the 
Government. 
7. Misuse by Government Machinery 
One of the major problem to any public sector organisation 
specially hotels is the misuse by politicians and Government system. 
Ashok hotel and other properties of Indian tourism development 
corporation have been used by politicians and Government officials, 
l.T.D.C. has been virtually reduced to a personal property of these 
officials, catering to their demands and to the demands of their kith and 
kins. 
11 DC undertakes the catering for any Government seminar or 
tunction held at Vigyan Bhawan. Although it gives business to ITDC, but 
payment from Government is a major problem. Further, Ashok hotel has 
to pro\idc quality services to these guests at no or minimal costs. This 
adds up lo the losses incurred by the organisation. All its resources have 
to be diverted to cater these VIPs and little is left for its other guests. 
8. Competition from International Market 
The liberalisation policy opened doors to a number of foreign 
chains to enter India. These chains of hotels and travel agencies are much 
more experienced and modernised in technological development. This 
posed a great threat to the already staggering hospitality industry in 
public sector 
It has made the Ashok groups of hotel vulnerable because of 
lack of qualit) and absence of international standard. Multinationals hotel 
chains having vast international experience, better technology, and huge 
financial resources which are threatenmg the very base of our public 
sector hotels ITDC groups of hotel have long ignored the need for 
change, lor professionalisation and lor attending to the customers need. 
It is no\\ paying a heavy price for it. Growth has to come through the 
root of economic value addition. Public sector hotels have to learn to 
offer value innovatively and aim to be world class Indian hotels. There is 
a dire need for quality and productivity for competitiveness. Indeed for 
hotel industry in India competition is a new phenomena as we have lift 
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far to long inprotected market in a regulated economy. Now they have to 
have strategic flexibility to tackle the rapidly changing and dynamic 
environment. 
9. Disinvestment of ITDC 
With the liberalisation of economic policies, there has been a 
perceptible change in the thinking of the central government towards 
various issues affecting the economy. One of the bug-bears of the 
economy is the plethora of manufacturing units in the public sector 
and particularly the loss making undertakings. It is an open secret that 
apart from the crores of rupees blocked in the assets of such public 
undertakings, they still keep on gobbling the scarce resources of the 
nation without getting much in return. However, of late, the 
Government seems to have realised that it cannot endlessly keep on 
carrying the burden of such loss-making undertaking and they need a 
drastic remedy. It is not only the loss-making undertakings, which 
have been engaging the attention of the Government, but even in the 
case of profit-making units, the Government has been thinking of 
divestment so as to augment its own resources. 
Tourism and hospitality industry has been passing through a 
difficult phase after 'September 11th 2001' attack on U.S.A. and as a 
result, the performance of all players including those in the private 
sector has been adversely affected. Tourism economic research 
produced by world travel and tourism council shows that the industry 
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in the Asia-pacific region has suffered badly due to the global impact 
of September 11, with an accumulative loss of 5.7% in travel and 
tourism demand and the loss of 4.4 million jobs equivalents in year 
2001 and 2002. Global recession, political uncertainty, law and order 
problem, other international destinations becoming cheaper had its 
effect on reducing the size of tourism cake in India. The 
Disinvestment commission had identified hotels as a non-core 
business and recommended restructuring of ITDC's operations for the 
purpose of disinvestment. During the year 2000, ITDC achieved a 
turnover of Rs. 288.50 crores (previous year Rs. 297.10 crores). 
However, the overall operations resulted in a net loss of Rs. 24.03 
crores, this being the first time that ITDC posted losses ever since its 
inception. The performance of Ashok Group of hotels was adversely 
affected due to stagnated market conditions. As a result, the turnover 
of this division declined from Rs. 176.01 crores to Rs. 165.99 crores 
in 2000-2001. Another factor for poor performance is high wage cost 
of some of the ITDC group of hotels which are as high as 80 percent 
compared to only about 15-20 percent in an industry average. The 
Government intends to privatise all Delhi based hotels of ITDC infact 
a number of ITDC hotels have also been sold. It may be recalled that 
ITDC has given almost nil dividend to the Government for many years. 
The sale of these hotels would enable earnings of about Rs. 8 crores 
every year to the Government, since the hotels are being sold after 
demerger. Therefore, the uncertainty created by the 'Disinvestment 
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factor' both the market and within the company also had a negative 
effect on the performance of ITDC. 
SHORTCOMINGS IN EXECUTIVE DEVELOPMENT PROGRAMME 
Apart form these general problems the organisational climate in 
Ashok hotel seems to be not supportive enough for the executive 
development. It often suffers from shortage of skilled, trained, technical 
and managerial personnels at all levels. 
Executive development policies in Ashok hotel should be geared 
up towards the development and growth of their human resources, just to 
enable the staff to utilize their capacity fully and apply their knowledge 
and experience to enhance productivity and profits. One of the major 
objectives in this respect is the implementation of executive 
development programme which should be oriented to motivate staff to 
optimize production and returns. This can be to a great extent achieved 
by judiciously planned recruitment policies and realistic job descriptions 
for each posts. Ashok hotel do not have any clearly defined policy in 
this respect and personal matters are not dealt systematically as per 
expected norms of the trade. 
Ashok hotel should provide opportunities which may encourage 
executives to be devoted to the hotel itself and also to identify 
themselves unreservedly with the results. Unfortunately, executive 
development programmes in Ashok hotel is not up to the mark. The 
problems and obstacles related to executive development in Ashok 
hotel are as under-
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Training and Development 
Training and Development programmes are regarded as very 
important and essential constituents of any industrial set up particularly 
in the trade of hotel. Though training and development facilities also 
provided by the universities and other institutes but they are inadequately 
equipped to train managers for commercial and industrial undertakings. 
There have been significant changes in training and development approach 
in recent years hence, some developing countries have established 
training institutions to undertake the training of personnel in modern 
management technique and to render advisory and consultancy services 
to enterprises in the public sector. Such institutions includes 
Management Development and productive centres and Institutes of 
Development Management. 
Undoubtedly executive development and training have gained 
general recognition, yet there has hardly been any attempt in Ashok hotel 
to assess managerial training needs and as such training has been 
improvised and conducted with out a clear determination of needs and 
objectives. Though there is the training provision in Ashok but they are 
not following latest and modern concepts and techniques pertaining to 
executive development. 
Ashok hotel complex undoubtedly provide training facilities to 
their executives through Manpower Development Corporation, at Qutab 
hotel Delhi, There is a general feeling that though the provision of 
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training for the executives are there but the personnel who deliver 
lectures fail to impart practical training to the executives in the real 
sense as there lectures are generally based on theory. It appears that the 
Ashok hotel management is not very careful in inviting persons to 
deliver lectures keeping in view the practical orientation aspect of the 
lecture. With the changing pattern of hotel management, greater emphasis 
should be laid on the practical and applicability aspects of the lectures. 
In Ashok hotel on-the-job training system or practice is 
undoubtedly functioning but the person who provide training, it appears 
do not impart the training very seriously or judiciously. Hence, often 
persons who have been provided such training are unable to manifest 
their full competency in their working probably because their is no 
supervision practice or provision after training. 
It is also noticable that there is a lot of duplication in training 
programmes organised by different institutions in the country. Perhaps, 
no training institution, is able to meet the training requirements of top 
and senior executives. Very little effort has been made to build up a 
standard programme in the training area. There is almost a lack of 
rapport between different management development and training 
institutions. Infact no training institute has ever made a sincere effort to 
go to industry and business to know their training needs and problems. It 
would be a worthwhile attempt to convene a top-level seminar to develop 
a master plan for executive development and training with a view to 
developing competent, conscientious managers who could be the change-
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agent in the social milieu obtaining in this country. This is true in case 
of Ashok hotel. 
It is also noticable that little has been done to develop curricula 
for manpower development corporation personnels and there is an acute 
shortage of training materials especially of indigenous case studies, 
training manuals and test books. As the main objective should be to make 
training relevant to local requirements and to stimulate actual work 
situations, these handicaps inevitably have a deleterious effect on the 
whole training effort. The cumulative effect of these handicaps are that, 
in spite of all these training by the Manpower Development Corporation 
it has unable to make a significant impact on manpower problems of 
public enterprises particularly in Ashok hotel. 
According to UN Publication on "Measures for Improving 
Performance in Public Enterprises in Developing Countries, (1973) 'It is 
not a question of how many are trained, but how they are trained. It is 
true in the case of Ashok hotel. It is also evident in other supporting 
management services, such as consultancy and research. Management 
development institutions catering to the needs of top managers in this 
sector (Public enterprises) have to develop quality which may fulfil the 
requirement of executive development. The higher the quality, the greater 
the demand generated for the services offered and vice-versa".^ 
Performance Appraisal 
In Ashok Hotel the system of self-appraisal and appraisal by the 
seniors is undoubtedly operative. The system as operating in Ashok 
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suffers from the lack of objectivity as well as human element and 
subjectivity are markedly noticable. Furthermore, the organisation 
emphasises more on traits then performance. As concerned seniors do 
not devote enough time and are lesser effortive in analysing the 
performance of the executives. The formalities of appraisal completion 
are held at the end of the year and not continuously or regularly done 
over the year. Furthermore, there seems to be no provision for the 
review of performance as well as counselling to the eligible executives. 
During appraisal system the candidates are neither provided required 
training nor interviews are conducted to judge the objectivity of the 
performance. 
Promotion System 
In Ashok hotel promotion policy based on merit has not 
received proper attention which it deserves. Promotions are made on the 
basis of seniority simply on account of convenience which is likely to 
cramp effort among executives and encourage slackness and 
complacency. 
This seniority logic as operative in Ashok hotel is too subjective 
as it does not take any account of professional merit. It is no good for 
the deserving executives as they are not given the preference despite 
being intellectual and professionally qualified. 
Moreover, in the functioning of hotel certain human resource 
policies can have negative implications on executive development as the 
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principle of seniority alone discourages ambition and removes those 
incentives which develop personality, courage, self-reliance and 
progressive look, and it also fosters self-satisfaction and a dead level of 
mediocre performance. 
Due to the non-logical promotion scheme for executives in 
Ashok hotel people feel frustrated and pessimistic, resulting attrition 
rate going high due to less opportunities for the developmental and 
promotional aspects. 
In this globalised environment hard work, innovations, skills, and 
leadership are the basic prerequisite for the success of the organization, 
these are totally lacking in Ashok hotel because of seniority criteria for 
promotion resulting in poor performance of the Ashok hotel. 
Reward system 
In Ashok hotel though rewards are extended to the executives 
but no judicious methods are adopted in the sanction of rewards to the 
executives. In the absence of any specific method or criteria doubts are 
always raised towards the judiciousness in the sanction of rewards to the 
executives. 
In Ashok hotel every manager evolves his or her own style of 
appreciation and reward probabilities. It appears that self-evaluation 
practice which is operative in Ashok hotel suffers from honesty of the 
purpose as self evaluation can hardly be adjudged as perfect analysis of 
the person. 
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Further more, it has also been observed that no specific criteria 
and time factor requirements for the reward and promotion are operative 
in Ashok hotel, some individuals attain reward and promotion earlier 
while other have to wait for a long span of time which amounts 
frustration and psychological tensions among the executives and other 
workers. 
Pertaining to reward system, in Ashok hotel there seems to be 
great anomaly in the recommendation of rewards to the executives 
because the criteria of merit is seldomenly operative in organisation, 
furthermore the term merit has neither been properly defined nor any 
importance has been attached to the concept. It varies from person to 
person representing different categories of job assignment as viewed by 
the management. 
In Ashok hotel the provision of profit sharing in which the 
employer pays special sum in the form of cash or share is not being 
implemented which is a very common practice in private sector hotels. 
Career planning 
In Ashok hotel there is a provision of career planning but certain 
lacunas are noticable which are as follows - In Ashok hotel there are no 
facilities for career counselling and provisions for the maintenance of 
age balance as well as for the internal publicity (communicating 
information regarding different opportunities available to employees) 
which is very vital in the modern era of hotel trade as it is globally 
visible. 
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SUGGESTIONS FOR IMPROVING EXECUTIVE DEVELOPMENT 
PROGRAMME 
1. Training and Development 
It is submitted that Research and training are closely 
interrelated. A good executive training programme should be backed by a 
systematic research and consultancy which can provide proper insight 
into actual training needs and how they can best be met. Research can 
throw light on effective organisational development and on how present 
managers may be developed to meet with the challenge of the future. It 
can help the authorities to determine what management practices and 
concepts are more suitable for public enterprises and how prevailing 
issues can be adapted to suit local circumstances. Research is also vital 
in the preparation of training and case study materials which should 
focus on critical problem areas confronting public enterprises. It is thus 
proposed that Ashok hotel management should lay special emphasis on 
these aspects. 
It is thus, suggested that persons who are called to talk to the 
executive participants should be well experienced having deeper 
understanding and knowledge regarding the application of practability of 
their lectures. Such system is widely applicable or prevalent in the 
private sector as they lay greater emphasis on the practical aspect in 
place of theoretical foundations. 
It is also proposed that executive training policy in Ashok hotel 
must be clearly stated. It is necessary to have a well defined idea about 
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what can or cannot be achieved by executive training. The sense of 
direction helps both the individual and the enterprise in recognizing the 
right and wrong courses of training. 
It can thus be proposed that the policy of executive training 
must consider future needs of organisation, environment and individuals 
changes. Therefore, the diagnosis of future needs is necessary in order 
to be able to respond adequately to them. 
It is also suggested that Ashok hotel should evolve training 
strategies, defining their training needs, devising the most appropriate 
means and methods of meeting those needs, ensuring selection of the 
most suitable candidates and ensuring that they are suitable placed on 
the completion of their training to positions where they could best apply 
their new knowledge and skills. Thereafter, some evaluation method be 
incorporated to determine whether training has helped to achieve the 
desired results. 
It is thus, suggested that executive training methods in Ashok 
hotel deserve a careful re-examination. Teaching methods based upon 
group interaction represent an important aid. Learning involves an 
individual decision and personal effort. This effort, as well as the 
individual character of learning will be more necessary, if higher the 
level of the knowledge sought. 
It is further suggested that in order to make training more 
effective and fruitful somekind of evaluation system be incorporated to 
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check the improvement in the competence among the persons who have 
completed there on-the-job training programme. Moreover, training 
should be computed within some specific time span so that results may 
become more positive. 
As there is increasing need for middle managers to build the 
innovative leadership qualities required for spearheading teams. Thus, it 
is submitted that Ashok hotel must incorporate leadership training to its 
middle managers using external consultants as well as utilise 
management games and outbound training exercises to develop leadership 
skills. They must also incorporate some standardised leadership modules 
in its varied training programmes and makes it imperative for junior 
executives to go through leadership training for managers who are 
considered as poor leaders through performance appraisals. 
In this era of increasing competition customer has become a 
king. Now it is a buyer's market and middle level executives has to cope 
with it. Keeping in view this trend, it is suggested that hotel industiy and 
specially Ashok hotel must geared their total quality management 
programme towards their customer satisfaction. They may have a facility 
of recording customer reactions on video to play it back to its managers 
and workers as a strategy to familiarise them with market realities. 
Furthermore, it also arrange in-house training programmes for 
executives as how to effectively deal with customers and solve their 
service-related problems specially room service and restaurant service. 
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It is suggested that Ashok hotel may retrain their middle level 
executives for multiple skills development which enable them to work in 
cross functional teams as well as make available inputs for strategic 
business decisions to the top management. They may develop them as a 
generalists rather than specialists for its diverse fields of business. 
Accordingly, it has been making use of both in-house as well as external 
training programmes. The in-house programme is called business 
orientation programme. Externally, executives may be sent for training at 
international business schools. The business orientation programme has 
been found useful in building an overall global business perspective. It 
also facilitates an understanding of business strategy formulation and the 
relationship between corporate and functional strategies. They must 
adopt multiple skills to identify competencies for key results for middle 
executives. This helps the Ashok in sharply focusing on the training 
programme design. The competencies must relate to three categories -
technical, generic and behavioural. The technical skills refers to skills 
and knowledge needed for the function. The generic competencies relate 
to the additional information needed for a larger perspective in business. 
The behaviour competencies involve behavioural qualities required to 
perform the job effectively. 
It is thus, suggested that executive development policies in 
Ashok hotel should be geared towards the development and growth of 
their human resources, to enable the staff to utilize their capacity fully 
and apply their knowledge and experience to enhance productivity. One 
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of the major objective in this respect is to provide opportunities for 
improvement among personnel management which should be oriented to 
motivate staff to optimize production. This can be achieved through 
planned recruitment policies and realistic job descriptions for each post. 
It is also suggested that Ashok hotel must provide opportunities 
which will encourage the executives not only to be devoted to the hotel, 
but to identify themselves unreservedly with its results. 
2. Performance appraisal 
It is suggested that in Ashok hotel a continuous appraisal system 
should be incorporated. It will provide opportunity to the appraiser to 
keep a watch and provide guidance as and when required to the 
subordinates. The appraiser would be in a position to keep record of the 
subordinates performance and shortcoming during the course of the year. 
Such practice if adopted would provide positive results as far as 
productivity and relations among the superiors and subordinates are 
concerned. 
It is also suggested that appraisal interview system should also 
be adopted by Ashok hotel management. As interview system provides a 
free and frank opportunity of interaction. The interview provide the 
appraiser an opportunity to find out what the employee thinks about the 
facilities and job conditions provided by the management and what 
improvement management could make in them. 
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A successful appraisal interview will provide time for a joint 
determination by the appraised employee and his superior of just what 
steps the employee should take to capitalise on his strengths and 
overcome his weaknesses which will to a great extent help in the final 
analysis of the executives. 
It is also proposed that training for appraiser should also be 
introduced in Ashok hotel as there is a need for training the appraiser in 
the appraisal concept, tools and techniques. The training programme 
accomplishes the following ends-
a. Instructs in techniques of writing appraisals. 
b. Points out the pitfalls to be avoided in writing appraisals, e.g., the 
halo effect, the constant error, the error of recent events, and 
personal prejudices. 
c. Points out the steps to take in creating an effective personal 
development programme with an employee. 
d. Gives each participant in the training programme an opportunity to 
write a sample appraisal. 
e. Offers each participant training in the fundamentals of conducting 
an appraisal interview, with an opportunity to role play a part in a 
mock appraisal interview. 
In order to achieve judicious performance review, system of 
counselling becomes very vital part of performance reviews. In a well 
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conducted performance review session, the employee should freely and 
frankly discuss work problems and it should be encouraged to bring out 
his own suggestions to them. This will provide the intrinsic motivation 
that can be derived from work itself and the process of tackling 
problems, effective counselling requires the use of skill, which can be 
gained through proper training in practice under guidance. 
Potential reviews are ingredient parts of performance review. 
Meaningful exercise in performance appraisal include review and 
appraisal of potential. The review of potential is concerned with 
forecasting the direction in which the subordinate career can and 
should go and the rate at which he is expected to develop. 
It is also suggested that hotel industry in general and Ashok 
hotel in particular should also introduced result-oriented schemes as 
such schemes are in practise in the private sector. In these schemes 
the emphasis shift from appraisal to analysis which implies a more 
positive approach. The subordinate is not examined by the superior to 
determine the former weaknesses, rather the subordinate examine 
himself in order to define not only his weaknesses but also as a 
strength and potentials. He thus, becomes an active agent and not a 
passive object. The aim is to relate assessment to a review of 
performance against specific targets and standards of performance 
agreed jointly by the supervisor and the subordinates. 
It is also submitted that paper work and reports alone will not 
enable one to keep in touch with the realities or the periphery. In this 
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setting, work planning and review sessions with individuals and the 
common coordinative meetings are the means of demanding 
excellence in performance and results and getting it by ensuring that-
a. Each person comes to know clearly what is expected of him and 
also the evolving changes in it, — -
b. The needed organisation and resources will be made available to 
each to be able to perform as expected. 
c. Each person must know where he stands in the eyes of those 
who matters in the organisation-the supervising manager in 
particular. 
d. The much-needed stimulation is provided when one struck with 
an unsolvable problem or needs to know something new, to be 
able to do better on one's own, and 
e. Each understands the role and place of his own contribution in 
relation to those of others with the degree of realism and 
fidelity which may help in creating a sense of equity, fair-play 
and justice in matters of compensation and rewards. 
3. Promotion 
Promotion should be made solely on the basis of merit, 
efficiency and good conduct, irrespective of the seniority of the 
persons concerned in service. 
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Persons should be judged for promotion by the people who 
have watched their work and conduct closely over a longer period of 
time may be two year or three year. 
It will be worthwhile for junior categories of personnel if 
limited examinations are instituted and whosoever qualifies the test in 
the order of merit, is promoted irrespective of his seniority. Such a 
system helps in eliminating favouritism, political pressures and 
arbitrary promotions. It also relieves the promotion-making 
authorities of the strenuous task of making selection. 
The concerned authorities of Ashok hotel should identify the 
nature and quantum of posts required. They should also adopt proper 
policy regarding the methodology of recruitment and promotions. 
There promotion should not be left to the sole discretion, whims and 
caprices of the persons in authority. It they want a particular person 
to be promoted the post may be included in the category of 
recruitment from with in otherwise it may be left open. 
The administration should strive to minimise the 
administrative hassles and small irritants to prevent genuine and 
competent persons from being promoted. It will encourage them to 
rise continuously in self and organisational interest. 
Transfer at early stages of employment may be considered so 
that the working capacities and skills of the executives may be 
observed in the department in which he is suited most. 
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Promotion should be made on the basis of recommendations 
of a committee consisting of not less than three officers, one of 
whom should at least be acquainted with the working of the person 
concerned. In each case, the committee should record in writing the 
grounds on which claims of persons, if any, senior to the person 
selected were over looked. 
4. Reward system 
It is submitted that Ashok hotel should adopt some 
transparent methods in the execution of reward to the executives so 
that executives may not raise their doubts in the sanction of rewards. 
There are many methods such as Individual / group performance 
related pay (including profit related pay), skill / competency based 
pay and flexible benefit system. 
It is proposed that the system of self evaluation in Ashok 
hotel either be replaced or be combined with some other objective 
technique if employed along with self-evaluation then positive 
evaluation of the person is likely to emerge with lesser amount of 
suspicions. 
It is proposed that in order to have a good and positive reward 
system there should be a clearly defined system of merit-cum-
seniority promotion. This would promote a feeling of satisfaction and 
executive will become more committed towards their assigned jobs 
and responsibilities. 
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It is thus submitted that management should employ specific 
criteria and time for the purposes of reward and promotion 
opportunities. It is expected that if such system becomes operative in 
Ashok hotel it will lesser the growing frustration and psychological 
tensions among the executives and workers as well. 
- It-is a4so submitted that profit sharing schema be introduced 
to encourage employees to identify themselves more closely with the 
company by developing common concern for its progress. It will 
encourage better cooperation between management and employees. 
5. Career Planning 
Career planning involves counselling of individuals for there 
possible career path and what they must do to achieve promotions. 
Such type of counselling arises when executive plan their own career 
and development or train themselves for career progression in hotel. 
In counselling, one of the wisest approach is to provide a scenario of 
opportunities that might become available. Important aims of career 
counselling are as under-
a. Assisting executives in assessing their own Internal career 
need : 
As a person's career is a highly personal and extremely 
important element of life, each person is to make his or her decision 
in this regard. However, the personnel manager may assist an 
employee's decision making providing as much information as 
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possible to the employee showing what type of work would.suit him 
the most, considering his interest, skill, aptitude and performance in 
the work that he is already doing. 
For rendering such help Ashok hotel must have provisions as 
are being available in many private sector hotels in the country. As 
big organisations are providing formal assessment centre where small 
groups of executives are subjected to psychological testing. 
Simulation exercises and depth interviewing. The objective of such 
programmes is not that of selecting future promotees, but rather to 
help individuals to do their own planning. 
b. Aligning executives needs and opportunities: 
Ashok hotel must incorporate provision for aligning executive 
needs, as such facilities are available in private sector. The emphasis 
under this provision sought to be aligning, for matching the career 
needs of executives to opportunities offered by the organisation. 
Special training and development techniques such as special 
assignment, planned position rotation, and supervisory coaching, must 
be used. The personnel department of organisations have also some 
system of recording and tracking moves through the organisation, and 
maintain an organisation chart that highlights age, seniority and 
promotion status. 
It is proposed that in career planning one should take extra 
care and avoid rapid promotions and promotion blocks caused by an 
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age structure which is over balanced either on the side of age or that 
of youth. Such blocks will not only create problems and difficulties 
for the smooth working of career plans but may also affect the growth 
and effective functioning of the organisation. Therefore a age balance 
must be considered. Career planning work can be made effective by 
harmonising the needs of the organisational growth with the normal 
growth and aspirations of individual employees. 
One of the widespread difficulty in career planning may arise 
from the need to accommodate men in the same level of supervisory 
and managerial hierarchy, some of whom are young direct recruits and 
others are promotees who are almost always considerably older. The 
latter, because of their limited education or formal professional 
qualification, can not expect to move up very high, the former as they 
are better educated and trained, have aspirations for rapid vertical 
mobility. Promotion and direct recruitment at every level must, 
therefore, be so planned as to ensure a fair share to each group. 
It is submitted that a career plan should be given wide 
publicity if it is to be a success. The executives for whom this plan is 
intended should know what it is and what are the career paths they can 
follow and what training and development facilities are available with 
in and outside the organisation for preparing them for higher or added 
responsibilities. In this connection the personnel department of the 
organisation can play an important role by providing publicity to the 
plan and designing suitable need based training and development 
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programmes for grooming employees for climbing up the career 
ladder. Individual executive career is the concern of organisations and 
management so that human resources may be developed to meet 
constantly changing commercial and environmental conditions. 
The above are the main suggestioms to improve the programme 
of executive development in Ashok hotel to make it more effective to 
face the global challenge. In fact managers have been using various 
methods to develop their people either by training or by motivation. 
These methods have become stale. Today human resource is more 
demanding and ready to face the challenge. Every individual have some 
potential. To enable every individual to understand, develop, and 
utilise their potential the organisation should provide congenial 
environment for growth and opportunity. If Ashok hotel has to meet 
the challenges of the next century then the task of an executive is to 
multiply performance capacity of the whole by putting to use whatever 
strength, whatever health and aspirations there are in the individuals. 
Therefore, it is essential for the hotel to modify the executive 
development programmes to meet the needs of the new competitive 
environment. The above suggestions regarding career planning, 
performance appraisal etc. may help in developing a good executive 
development programme in Ashok hotel that will help in overcoming 
major shortcomings faced by Ashok hotel. Today one of the thrust 
area of executives is counselling which is totally neglected in Ashok 
hotel. Managers must adopt counselling of individuals for there 
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possible career path and what they must do to achieve promotions, 
because they have to work in an environment which is ever changing 
and dynamic Executive have to consistently involve himself in 
organisational restructuring and also for initiate ideas for change. He 
must assume greater accountability for employees performance and 
profitability. 
Thus, Executive Development programme is fast becoming a 
new competitive factor for enterprises. Executive Development 
programme is not something which can be left to the specialists it 
concerns and impacts every one involved in managing the business. 
There is a growing awareness of the significant impact that the human 
technology of an organisation has on the organisations profitability 
and growth. Therefore, effective system of Executive Development 
Programme would become essential for the survival and growth of any 
organisation. 
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